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Introductory Background
 Sexual harassment is not something that just happens because of fleeting
circumstance or desire. Rather, in every realm of society, it is driven by imbalances in 
power. Furthermore, men tend to hold far more positions of power in all sectors of the 
social, cultural and economic spheres. Even in female-dominated fields, men are more 
likely to be supervisors, principals, and managers.  Thus, men wield more control in
discourses of power. Further to this, race and racism, culture and cultural dictates, and 
society and socialization all add another layer to systemic power imbalances.
 Studies conducted across the African continent indicate that there are no sectors 
untouched by sexual harassment, nor unaffected by its impacts. Sexual harassment 
damages the lives, health, prospects, financial independence, and opportunities of its 
victims. Not only does sexual harassment cost businesses considerable legal fees, but it 
also results in lost productivity, morale, effectiveness, and talent. Tolerating or failing to 
adequately respond to sexual harassment restricts men, women and other targets’
economic security, access to opportunity, and advancement, ultimately preserving the 
status quo and its accompanying power imbalances that drive sexual harassment in the 
first place.
 All in all, Sexual Harassment is defined as:  an individual’s behaviour, which is sexual 
in nature, that makes the target feel distressed, intimidated or offended. Such behaviours 
include but are not limited to: Sexual comments or jokes; Physical behaviour; unwelcome 
sexual advances, touching, and various forms of sexual assault - Displaying photos,
pictures, or drawings of a sexual nature - Sending messages, emails, etc. with sexual 
content.
 The objectification of women and girls has continued for several centuries. Its
persistence prompts us to investigate how best state parties can protect everyone from 
these such violations. In many cultures, men are brought up to believe that behaviour 
which we now consider as sexual harassment is their birthright . To assert this right, some 
men seek to threaten women or emphasise their subordinate status while others seek to 
protest women's presence in the workplace. In contrast, other men seek to entertain 
themselves in a manner considered acceptable in many men's private lives or all-male 
environments; in turn, women have been conditioned to accept these harassments as 
inevitable despite the effects upon them. This paper, however, does not argue that 
women are the only victims of sexual harassment, but it must be noted that studies have 
shown that women are disproportionately impacted by sexual harassment. These acts of 
harassment have continued to be perpetrated with impunity even in countries where 
laws against discrimination and sexual harassment laws have been enacted or ratified.  
 The persistence of sexual harassment thus requires us to reinvent laws to ensure 

that laws protect everyone from ever experiencing sexual harassment. Consequently, in 
this paper, we will frame sexual harassment from a human rights perspective, discuss the 
national and regional frameworks, examine statistics from a research survey, and issue a 
call to action for the elimination of sexual harassment.

National Legal Framework for Sexual Harassment
 In Cameroon, Section 302 of the Penal Code defines sexual harassment as:  
 

 However, this discussion focuses 
on just one definition of what sexual 
harassment is. Sexual harassment 
cases fall into two broad and 
sometimes overlapping categories: 
quid pro quo harassment, in which the 
victim suffers an economic deprivation 
as the direct result of refusing the 
sexual advances of her supervisor; and 
hostile environment harassment, in 
which the victim endures various sorts 
of abuse of a sexually-charged nature 
from either a supervisor or co-workers. 
 Quid pro quo or “this for that” 

(“this” is the sex and “that” is the benefit)  is when someone in a position of authority, such 
as a teacher, supervisor, or employer conditions promotion/success/job-related
consequences on obtaining sexual favours. Should the person being harassed refuse to 
surrender to such a request, they face the risk of losing the benefits that were to follow.  In 
this case, and for the act to be considered as sexual harassment, it has to be explicitly or 
implicitly clear that further employment/promotion/success is contingent on the 
submission of the individual being harassed. Therefore, it has to be clear that accepting or 
denying such advances will be the basis for which decision affecting the individual will be 
made.  
 Hostile environment sexual harassment is when the harassment impacts work

performance or creates an intimidating, hostile, or offensive working environment for the 
person who is being harassed.  While this definition might be highly contested, its preva-
lence cannot be ignored. The argument here is how do we evaluate what an offensive, 
hostile or intimidating environment is? However, it is our position that for an environment 
to be hostile, it has to affect the individual either physically or psychologically. 
 Cameroon has ratified several international human rights treaties, and Article 45 of 
the constitution of Cameroon prescribes that duly approved or ratified treaties and
international agreements shall, following the publication, override national laws, provided 
the other party implements the said treaty or agreement. Cameroon is therefore obliged 
to provide the necessary legal and administrative framework to ensure that sexual 
harassment is eliminated or punished under the obligations discussed below.

International Definition of Sexual Harassment
 Most of the forms of sexual harassment that people face are unwelcome sexual 
advances and sex-based discrimination. Sexual harassment constitutes discrimination 
based on sex. The 1948 Universal Declaration of Human Rights, the International Covenant 
on Civil and Political Rights, the International Convention on Economic, Social and Cultural 
Rights, and the 1979 Convention on the Elimination of All Forms of Discrimination Against 
Women (CEDAW) have each denounced the forms of discrimination that women face. 
Sexual harassment is the disrespect of the principle of equal treatment with regards to 
access to employment and promotion, which includes sexual blackmail (as is the case in 
schools where marks are traded for sex).

General Recommendation 19 of the CEDAW Committee defines 
sexual harassment as: 

 
 Sexual harassment includes such unwelcome sexually determined behaviour as physical contact and 

advances, sexually coloured remarks, showing pornography and sexual demands, whether by words or actions. 
Such conduct can be humiliating and may constitute a health and safety problem; it is discriminatory when the 

woman has reasonable grounds to believe that her objection would disadvantage her in connection with her 
employment, including recruitment or promotion, or when it creates a hostile working environment. 

 
General Recommendation 19 of the CEDAW Committee recognises sexual harassment as 
gender-specific violence under the convention. The Committee notes that sexual harass-
ment occurs at places of employment and constitute a hostile work
environment for which there should be claims. 

Regional Definition of Sexual Harassment
 In Africa, the Maputo Protocol is outstanding in its articulation of sexual harassment. 
While Article 2(1) calls on states to ensure the elimination of all forms of discrimination 
that women and girls face, it also gives specific prescription as to how to protect women 
and girls from further harassment.
 
 Article 12 (1c) of the Maputo Protocol on the right to education and training calls on states to protect 

women, especially the girl-child from all forms of abuse, including sexual harassment in schools and other 
educational institutions and provide for sanctions against the perpetrators of such practices

 Article 12 (1d) also calls on 

states to provide access to counselling and rehabilitation services to women who 
suffer abuses and sexual harassment.

 Article 13 (c) 

ensure transparency in recruitment, promotion and dismissal of women and combat
and punish sexual harassment in the workplace;

 The Maputo Protocol is the only human rights document to recognise the need to 
eliminate sexual harassment in schools. It is also progressive in that it requires states to 
ensure that both public and private institutions set out a clear procedure in employment 
and promotion standards, thereby eliminating the possibility of quid pro quo harassment. 
If and when sexual harassment consequently happens, the Maputo Protocols requires 
that rehabilitation services be made available. 

Section 295 - Private indecency 
 Whoever in any place notwithstanding that it may not be open to the public 
commits an indecent act in the presence of any person of either sex and without his 
consent shall be punished with imprisonment from 15 days to 2 years or with fine from 
CFAF 10000 to CFAF 100000.
Section 81 (1) of Law N° 2010/012 of 21 December 2010 relating to cybersecurity and 
cybercriminal in Cameroon makes it criminal for any adult to use an electronic 
communication network or information system to make sexual proposals to minors 
below 15 years old or to a person having the features of a minor. The penalty shall be 
double the penalties stipulated in section 295 of the Penal Code. The penalty is doubled 
when an electronic communication devises was used. This is very important to the sexual 
harassment discussion as many things, adolescents are harassed online by their peers 
and other adults. 
 Section 296 - Rape Whoever by force or moral ascendency compels any person 
whether above or below the age of puberty to have sexual intercourse with him shall be 
punished with imprisonment for from 5 to 10 years.

Survey Rationale and Justification
 Sexual harassment is fuelled in part by the stories we tell ourselves and the 
narratives that we choose to believe. Many organisations are often driven to protect 
perceived high performers, superstars, creative geniuses, and other societal influencers 
at all costs. This is often driven by the belief that success, innovation, or survival is 
dependent on that one person, regardless of their behaviour. Narratives around the 
so-called “ideal worker” perpetuate a gender-harassing power dynamic rooted in the 
belief that women and others who do not conform to these traditional norms do not 
belong and cannot compete in the work or social world, and that men do not belong in 
caregiving. 
 These damaging mythologies not only drive rampant sexual harassment, but also 
foster abusive and toxic cultures that silence, undermine, and waste the talents and 
potential of many people. Denial - thinking that sexual harassment does not happen in, 
say, female-dominated environments, or that organisations have already eliminated it, is 
another dominant false narrative that provides fertile ground for sexual harassment to 
thrive.
 There are underlying patterns for sexual harassment, but those patterns do not 
capture the variations in experience by different groups of people in diverse contexts. 
Women of lower status and young girls are the most common targets of sexual 
harassment by perpetrators, who are typically men of higher status. However, sexual 
harassment in the workplace is by no means limited to this dynamic. Men, particularly 
those who do not conform to traditionally masculine norms, such as LGBTQ and 
gender-nonconforming individuals as well as others who are seen as outsiders, can be 
targeted. Women can be harassers as well.

Methodological Approach
 An online survey targeting children from the age of 10 to adults aged 60+ years was 
used. The rationale behind this clustering of targets was that at very tender ages, children 
are at risk of being sexually harassed by their parents, friends, caregivers, teachers and 
even strangers. At the teen and youth level, there are aspects of peer pressure that are 
intensified with regards to exposure to sexual content in online and offline spaces that 
directly concern sexual harassment. For those who are 35+ years, there are also unique 
components of sexual harassment that take place at places of business and work. Thus, it 
is clear that sexual harassment takes different forms in different contexts contingent on 
factors such as age level and class. 
 To this effect, a tool was developed on the SurveyPlanet platform with particular 
questions focused on understanding the case of sexual harassment in the context of 
Cameroon, and how it affects different persons based on factors such as social status, 
age, culture, and education level, among others. The survey ran for a period of 06 weeks. 
Besides the online survey, physical group discussions and informant interviews were 

administered to triangulate with the online findings. The results, which were analysed 
completely anonymously, will be used to    tackle core problems through the following 
strategies:
• Work with education institutions to develop Sexual Harassment Policies, 
• Advocate for the development of a Sexual Harassment Policy in business and 
workplace 
• Support government departments, organisations, education institutions and 
business enterprises to develop service charters that advocate against Sexual 
Harassment.
• Map capacity enhancement opportunities for different spaces where Sexual 
Harassment is prevalent

Ethical Standards 
 In order to guarantee that the ethical provisions in place and practised for research 
were adhered to and put into effect while engaging respondents during the survey 
process and to ensure that the process was beyond reproach, there was a deliberate 
action to ensure that the process frontloads documentation and reporting as a critical 
action.
 However, to ensure that the documentation aspect does not supersede the cultural, 
religious and social priorities of the respondents in question, the process ensured that the 
introduction to the survey made it clear that completing the survey was optional and one 
was at liberty to opt-out of questions that they considered infringing. 
 Lastly and most importantly, as the primary target category, the survey leads 
ensured that all protocols are observed on engagement with children (where applicable) 
in terms of security, confidentiality and their ownership and consent. Information gathered 
therein was not to be shared with any third party in any form without the prior written 
approval of a duly authorised person.

SURVEY QUESTIONS
Qstn.1; What is your  gender?

Qstn.2; Which town do you live in?
Of the total number of respondents, which stood at 415 individuals, 309 respondents were 
from the Buea area whilst 106 were from other areas. There were two responses from 
Nairobi, Kenya. Kindly study the annexure for raw data on the respondents’ locations.

Qstn.3; How old are you?

 

Qstn. 4; What faith group would you say you belong to?

 

Qstn. 5; Have you ever experienced sexual harassment?

Qstn. 6; How often has this happened to you? (you can tick more than one)

 

Qstn. 7; What type(s) of sexual harassment have you experienced? (you can tick more 
than one)

 

Qstn. 8; Please rate the following situations of harassment, as common and rare accord-
ing to your knowledge/ experience. (1=Rare, 2=Common, 3=Very Common)
 

 
Qstn. 9; Please rate the following situations of harassment, in terms of severity as felt by 
you. (1= Rare, 2= Common, 3 = Very Common)
Scoring
 

Qstn. 10 How did the situation make you feel? (you can tick more than one)

 

Qstn. 11 Where did this happen to you? (you can tick more than one)

                                                                                 

Qstn. 12 Did this happen in the city you live in? If no, please tell us where in the space 
provided
 

Qstn. 13 Who did this to you?
                                                                               

Qstn. 14 Did you feel you needed support or help with this?
 

Qstn. 15 If yes, did you get the support you needed?

 

Qstn. 16 Who supported you? (you can tick more than one)

 

Qstn. 17 Do you feel you have been pushed or forced to do anything differently because 
of your experience of sexual harassment? (e.g not walk a certain route, change of dress 
etc.)

Based on those who said the harassment changed them, said this experienced
according to them made them to;

RECOMMENDATIONS AND STRATEGIES TO ADDRESS SEXUAL
HARASSMENT IN SCHOOLS/UNIVERSITIES

1. Policies and Procedures
All educational institutions are required to maintain a sexual harassment policy that 
dictates procedures to be followed when dealing with a sexual harassment complaint. 
This must be accompanied by information about domestic laws that complement the 
sexual harassment policy. These policies, in connection with domestic laws, will serve as 
guides for students and school administrators, teachers, counsellors and parents to 
safeguard students from peer to peer sexual harassment as well as sexual harassment 
by school officials or representatives.

2. Appointment of Designated Counsellors
Victims of sexual harassment can experience physical and psychological disorders. It is, 
therefore, the school’s responsibility to designate a qualified (licensed), safe, trusted, 
caring, and approachable counsellor to provide support and guidance to victims of 
sexual harassment. The counsellor would focus on providing guidance to the victims of 
sexual harassment, with the time, space, and autonomy needed, but at the same time 
being mindful of the fact that the school administrators need to be involved, as well as 
parents (especially in the case of minors). The school counsellor’s strategy in dealing with 
cases of sexual harassment could include: 
• collecting information;
• providing counselling services for victims;
• conducting an evaluation; and
• follow-up strategies.

3. Awareness Sessions for Students
 “I had to apply for my job location to be changed without stating

  clearly my reasons because she was my Boss”
Awareness sessions should be held with students to give them an overview of sexual 
harassment and how to recognise all forms of sexual harassment. Students must be 
taught the difference between friendly teasing and bullying as well as the difference 
between flirting and harassment. Behaviour expectations must be clearly defined and 
explained, and fair and consistent consequences need to be outlined and reinforced.  
 These sessions will equally serve as a platform to survey the students, in order to 
determine the levels of understanding of the subject matter and identify gaps in 
knowledge which will be bridged during the sessions. The sessions will be characterised 

by presentations from experts in the field and an opportunity for questions and answers. 
Discussions should focus on the following key topics:
• What is sexual harassment? 
• Why do some people behave in this way? 
• Why is it a problem? 
• How can it be addressed?
• What can you do if you are sexually harassed?

4.Training and Planning Meetings for School Representatives and/or 
Administrators
It is particularly essential that a meeting convening school representatives/administrator, 
counsellors, and nurses should be designed.
This meeting is designed to review all documents containing any reference to sexual 
harassment such as the school’s sexual harassment policies, procedures and sanctions 
contained in employee and student handbooks, and the national and international laws 
regarding sexual harassment. Moreover, the meeting will be used as a platform to raise 
awareness about the prevalence of sexual harassment among students (peer-to-peer 
and harassment by school officials or representatives) and the legal issues and 
implications.

5. School Curriculum
 It is especially important to integrate the subject of sexual harassment into the 
curriculum and make the discussions engaging, ongoing and age-appropriate. This will 
provide students with information about sexual harassment in order to reduce the inci-
dence of sexual harassment, encourage victims of sexual harassment to get help by 
reporting to adults, promote respectful behaviours with peers, and in general help those 
who experience sexual harassment.
 Because sexual violence occurs in a broader context that can include many forms 
of sexual violence, it is equally important to include the subject of sexual and gender 
violence into the school curriculum.
 Moreover, an introductory lesson appropriate for early primary and upper primary 
grades should be developed. The language used will be different from the language 
used when dealing with students in high school or university, especially considering many 
might not have heard of sex, or might have heard about sex and relationships from their 
peers or the internet.

6. Parent Involvement
 “I no longer speak to my uncles and some of my family members because   

 rather than doing me justice they told me to keep quiet and safe the family name”.

Getting parents involved is crucial in tackling sexual harassment within educational 
institutions, especially in the case of minors. It is therefore vital that parents are educated 
about sexual harassment and its harmful effects in order to help them identify 
harassment and respond appropriately. When harassment occurs, the family of the 
victim needs to be informed of the details so that the emotional and developmental 
needs of the victim can be addressed. The family of the perpetrators, when it comes to 
peer-to-peer sexual harassment, should equally be informed, and their involvement may 
be needed to avoid long-term emotional damage and to modify inappropriate 
behaviour.
 
7. Community Awareness
 “In my quarter, I seldom go to the store. Even if I need something so badly,  I prefer  

 substituting my need for something else”.

The subject of sexual harassment is a relatively “foreign” concept within the community in 
general. However, sexual harassment and gender violence within learning institutions is 
very prevalent and often goes unreported. This is particularly true when it relates to 
sexual harassment by school representatives or administrators. Therefore, awareness of 
this subject matter should be carried out, especially awareness wi thin the police and law 
enforcement authorities, civil society, law and policymakers, and community leaders. This 
will create an environment where victims of sexual harassment are comfortable with 
reporting such cases, and perpetrators are successfully prosecuted.

Glossary

Birthright: A particular right of possession or privilege one has from birth.
Sexual Harassment:  Behaviour by an individual or group, which is sexual in nature, that  
 makes the target feel distressed, intimidated or offended.
Quid pro quo: A favour or advantage granted or expected in return for something.
Maputo Protocol: The Protocol to the African Charter on Human and Peoples’ Rights on  
 the Rights of Women in Africa, better known as the Maputo Protocol, is an 
 international human rights instrument established by the African Union that went  
 into effect in 2005.
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Abstract

Sexual harassment is not something that just happens because of fleeting circumstance 
or desire. Instead, in every realm of society, it is driven by imbalances in power. Studies 
conducted across the African continent indicate that there are no sectors untouched by 
sexual harassment, nor unaffected by its impacts, and it damages lives daily. The
persistence of sexual harassment has prompted us to investigate how States can use a 
human rights perspective to protect everyone from such violations. This publication, 
therefore, discusses the case of sexual harassment in Cameroon, how it affects different 
persons based on factors such as social status, age, culture, and education level, and to 
issue a call to action for the elimination of sexual harassment. 

An online SurveyPlanet platform targeting children from the ages of 10 to adults aged 60+ 
years was used. The survey ran for 06 weeks. Besides the online survey, physical group 
discussions and informant interviews were administered to triangulate with the online 
findings. The results were analysed entirely anonymously and used to tackle core 
problems through some strategies.

Out of 415 respondents to the survey: Female participation stood at 213 as compared to 
men at 195 and those who preferred to hide their orientation at 7; With 54.7% having 
experienced, 38.6% indicating that they have never experienced and 6.7% unaware 
whether or not they have at one point experienced sexual harassment. Also, we had 
24.9% confirm having been harassed at least 2-4 times a week. Based on a subjective 
angle in social and digital spaces, 19.6% of the respondents cite that they have been 
targets of jokes which have sexual connotations. 15% have been victims of unwanted 
contact, 7.4% had been in situations where someone infringes on their private space and 
comes too close. We recorded schools to be the hotspot for the occurrence of sexual 
harassment with about 23.3% respondents citing it, followed by open streets at 22.8% with 
religious institutions registering the least 2.9%. According to 26.2% of the respondents, 
most harassments were orchestrated by strangers, followed by friends at 24.0% and 17.4% 
by a classmate. The majority of the respondents who had been sexually harassed had 
received support from friends, family and counselling services. We also recorded several 
testimonials regarding the effects of this harassment on the life of the victims such as 
broken marriages and families, insomnia, unemployment, and challenging working
environment, to name a few.

Our findings call for more significant discussions as to how vulnerable children are at 
school at the risk of being harassed by peers, teachers, and even neighbouring
households to the schools. This paper, however, does not argue that women are the only 
victims of sexual harassment, but it must be noted that studies have shown that women 
are disproportionately impacted by sexual harassment. 

Our findings, therefore, recommend: Working with educational institutions to develop 
Sexual Harassment Policies, Advocacy for the development of a Sexual Harassment Policy 
in all workplace, develop counselling centres to support and empower survivors, while 
working with families to raise awareness. 

i

Introductory Background
 Sexual harassment is not something that just happens because of fleeting
circumstance or desire. Rather, in every realm of society, it is driven by imbalances in 
power. Furthermore, men tend to hold far more positions of power in all sectors of the 
social, cultural and economic spheres. Even in female-dominated fields, men are more 
likely to be supervisors, principals, and managers.  Thus, men wield more control in
discourses of power. Further to this, race and racism, culture and cultural dictates, and 
society and socialization all add another layer to systemic power imbalances.
 Studies conducted across the African continent indicate that there are no sectors 
untouched by sexual harassment, nor unaffected by its impacts. Sexual harassment 
damages the lives, health, prospects, financial independence, and opportunities of its 
victims. Not only does sexual harassment cost businesses considerable legal fees, but it 
also results in lost productivity, morale, effectiveness, and talent. Tolerating or failing to 
adequately respond to sexual harassment restricts men, women and other targets’
economic security, access to opportunity, and advancement, ultimately preserving the 
status quo and its accompanying power imbalances that drive sexual harassment in the 
first place.
 All in all, Sexual Harassment is defined as:  an individual’s behaviour, which is sexual 
in nature, that makes the target feel distressed, intimidated or offended. Such behaviours 
include but are not limited to: Sexual comments or jokes; Physical behaviour; unwelcome 
sexual advances, touching, and various forms of sexual assault - Displaying photos,
pictures, or drawings of a sexual nature - Sending messages, emails, etc. with sexual 
content.
 The objectification of women and girls has continued for several centuries. Its
persistence prompts us to investigate how best state parties can protect everyone from 
these such violations. In many cultures, men are brought up to believe that behaviour 
which we now consider as sexual harassment is their birthright . To assert this right, some 
men seek to threaten women or emphasise their subordinate status while others seek to 
protest women's presence in the workplace. In contrast, other men seek to entertain 
themselves in a manner considered acceptable in many men's private lives or all-male 
environments; in turn, women have been conditioned to accept these harassments as 
inevitable despite the effects upon them. This paper, however, does not argue that 
women are the only victims of sexual harassment, but it must be noted that studies have 
shown that women are disproportionately impacted by sexual harassment. These acts of 
harassment have continued to be perpetrated with impunity even in countries where 
laws against discrimination and sexual harassment laws have been enacted or ratified.  
 The persistence of sexual harassment thus requires us to reinvent laws to ensure 

that laws protect everyone from ever experiencing sexual harassment. Consequently, in 
this paper, we will frame sexual harassment from a human rights perspective, discuss the 
national and regional frameworks, examine statistics from a research survey, and issue a 
call to action for the elimination of sexual harassment.

National Legal Framework for Sexual Harassment
 In Cameroon, Section 302 of the Penal Code defines sexual harassment as:  
 

 However, this discussion focuses 
on just one definition of what sexual 
harassment is. Sexual harassment 
cases fall into two broad and 
sometimes overlapping categories: 
quid pro quo harassment, in which the 
victim suffers an economic deprivation 
as the direct result of refusing the 
sexual advances of her supervisor; and 
hostile environment harassment, in 
which the victim endures various sorts 
of abuse of a sexually-charged nature 
from either a supervisor or co-workers. 
 Quid pro quo or “this for that” 

(“this” is the sex and “that” is the benefit)  is when someone in a position of authority, such 
as a teacher, supervisor, or employer conditions promotion/success/job-related
consequences on obtaining sexual favours. Should the person being harassed refuse to 
surrender to such a request, they face the risk of losing the benefits that were to follow.  In 
this case, and for the act to be considered as sexual harassment, it has to be explicitly or 
implicitly clear that further employment/promotion/success is contingent on the 
submission of the individual being harassed. Therefore, it has to be clear that accepting or 
denying such advances will be the basis for which decision affecting the individual will be 
made.  
 Hostile environment sexual harassment is when the harassment impacts work

performance or creates an intimidating, hostile, or offensive working environment for the 
person who is being harassed.  While this definition might be highly contested, its preva-
lence cannot be ignored. The argument here is how do we evaluate what an offensive, 
hostile or intimidating environment is? However, it is our position that for an environment 
to be hostile, it has to affect the individual either physically or psychologically. 
 Cameroon has ratified several international human rights treaties, and Article 45 of 
the constitution of Cameroon prescribes that duly approved or ratified treaties and
international agreements shall, following the publication, override national laws, provided 
the other party implements the said treaty or agreement. Cameroon is therefore obliged 
to provide the necessary legal and administrative framework to ensure that sexual 
harassment is eliminated or punished under the obligations discussed below.

International Definition of Sexual Harassment
 Most of the forms of sexual harassment that people face are unwelcome sexual 
advances and sex-based discrimination. Sexual harassment constitutes discrimination 
based on sex. The 1948 Universal Declaration of Human Rights, the International Covenant 
on Civil and Political Rights, the International Convention on Economic, Social and Cultural 
Rights, and the 1979 Convention on the Elimination of All Forms of Discrimination Against 
Women (CEDAW) have each denounced the forms of discrimination that women face. 
Sexual harassment is the disrespect of the principle of equal treatment with regards to 
access to employment and promotion, which includes sexual blackmail (as is the case in 
schools where marks are traded for sex).

General Recommendation 19 of the CEDAW Committee defines 
sexual harassment as: 

 
 Sexual harassment includes such unwelcome sexually determined behaviour as physical contact and 

advances, sexually coloured remarks, showing pornography and sexual demands, whether by words or actions. 
Such conduct can be humiliating and may constitute a health and safety problem; it is discriminatory when the 

woman has reasonable grounds to believe that her objection would disadvantage her in connection with her 
employment, including recruitment or promotion, or when it creates a hostile working environment. 

 
General Recommendation 19 of the CEDAW Committee recognises sexual harassment as 
gender-specific violence under the convention. The Committee notes that sexual harass-
ment occurs at places of employment and constitute a hostile work
environment for which there should be claims. 

Regional Definition of Sexual Harassment
 In Africa, the Maputo Protocol is outstanding in its articulation of sexual harassment. 
While Article 2(1) calls on states to ensure the elimination of all forms of discrimination 
that women and girls face, it also gives specific prescription as to how to protect women 
and girls from further harassment.
 
 Article 12 (1c) of the Maputo Protocol on the right to education and training calls on states to protect 

women, especially the girl-child from all forms of abuse, including sexual harassment in schools and other 
educational institutions and provide for sanctions against the perpetrators of such practices

 Article 12 (1d) also calls on 

states to provide access to counselling and rehabilitation services to women who 
suffer abuses and sexual harassment.

 Article 13 (c) 

ensure transparency in recruitment, promotion and dismissal of women and combat
and punish sexual harassment in the workplace;

 The Maputo Protocol is the only human rights document to recognise the need to 
eliminate sexual harassment in schools. It is also progressive in that it requires states to 
ensure that both public and private institutions set out a clear procedure in employment 
and promotion standards, thereby eliminating the possibility of quid pro quo harassment. 
If and when sexual harassment consequently happens, the Maputo Protocols requires 
that rehabilitation services be made available. 

Section 295 - Private indecency 
 Whoever in any place notwithstanding that it may not be open to the public 
commits an indecent act in the presence of any person of either sex and without his 
consent shall be punished with imprisonment from 15 days to 2 years or with fine from 
CFAF 10000 to CFAF 100000.
Section 81 (1) of Law N° 2010/012 of 21 December 2010 relating to cybersecurity and 
cybercriminal in Cameroon makes it criminal for any adult to use an electronic 
communication network or information system to make sexual proposals to minors 
below 15 years old or to a person having the features of a minor. The penalty shall be 
double the penalties stipulated in section 295 of the Penal Code. The penalty is doubled 
when an electronic communication devises was used. This is very important to the sexual 
harassment discussion as many things, adolescents are harassed online by their peers 
and other adults. 
 Section 296 - Rape Whoever by force or moral ascendency compels any person 
whether above or below the age of puberty to have sexual intercourse with him shall be 
punished with imprisonment for from 5 to 10 years.

Survey Rationale and Justification
 Sexual harassment is fuelled in part by the stories we tell ourselves and the 
narratives that we choose to believe. Many organisations are often driven to protect 
perceived high performers, superstars, creative geniuses, and other societal influencers 
at all costs. This is often driven by the belief that success, innovation, or survival is 
dependent on that one person, regardless of their behaviour. Narratives around the 
so-called “ideal worker” perpetuate a gender-harassing power dynamic rooted in the 
belief that women and others who do not conform to these traditional norms do not 
belong and cannot compete in the work or social world, and that men do not belong in 
caregiving. 
 These damaging mythologies not only drive rampant sexual harassment, but also 
foster abusive and toxic cultures that silence, undermine, and waste the talents and 
potential of many people. Denial - thinking that sexual harassment does not happen in, 
say, female-dominated environments, or that organisations have already eliminated it, is 
another dominant false narrative that provides fertile ground for sexual harassment to 
thrive.
 There are underlying patterns for sexual harassment, but those patterns do not 
capture the variations in experience by different groups of people in diverse contexts. 
Women of lower status and young girls are the most common targets of sexual 
harassment by perpetrators, who are typically men of higher status. However, sexual 
harassment in the workplace is by no means limited to this dynamic. Men, particularly 
those who do not conform to traditionally masculine norms, such as LGBTQ and 
gender-nonconforming individuals as well as others who are seen as outsiders, can be 
targeted. Women can be harassers as well.

Methodological Approach
 An online survey targeting children from the age of 10 to adults aged 60+ years was 
used. The rationale behind this clustering of targets was that at very tender ages, children 
are at risk of being sexually harassed by their parents, friends, caregivers, teachers and 
even strangers. At the teen and youth level, there are aspects of peer pressure that are 
intensified with regards to exposure to sexual content in online and offline spaces that 
directly concern sexual harassment. For those who are 35+ years, there are also unique 
components of sexual harassment that take place at places of business and work. Thus, it 
is clear that sexual harassment takes different forms in different contexts contingent on 
factors such as age level and class. 
 To this effect, a tool was developed on the SurveyPlanet platform with particular 
questions focused on understanding the case of sexual harassment in the context of 
Cameroon, and how it affects different persons based on factors such as social status, 
age, culture, and education level, among others. The survey ran for a period of 06 weeks. 
Besides the online survey, physical group discussions and informant interviews were 

administered to triangulate with the online findings. The results, which were analysed 
completely anonymously, will be used to    tackle core problems through the following 
strategies:
• Work with education institutions to develop Sexual Harassment Policies, 
• Advocate for the development of a Sexual Harassment Policy in business and 
workplace 
• Support government departments, organisations, education institutions and 
business enterprises to develop service charters that advocate against Sexual 
Harassment.
• Map capacity enhancement opportunities for different spaces where Sexual 
Harassment is prevalent

Ethical Standards 
 In order to guarantee that the ethical provisions in place and practised for research 
were adhered to and put into effect while engaging respondents during the survey 
process and to ensure that the process was beyond reproach, there was a deliberate 
action to ensure that the process frontloads documentation and reporting as a critical 
action.
 However, to ensure that the documentation aspect does not supersede the cultural, 
religious and social priorities of the respondents in question, the process ensured that the 
introduction to the survey made it clear that completing the survey was optional and one 
was at liberty to opt-out of questions that they considered infringing. 
 Lastly and most importantly, as the primary target category, the survey leads 
ensured that all protocols are observed on engagement with children (where applicable) 
in terms of security, confidentiality and their ownership and consent. Information gathered 
therein was not to be shared with any third party in any form without the prior written 
approval of a duly authorised person.

SURVEY QUESTIONS
Qstn.1; What is your  gender?

Qstn.2; Which town do you live in?
Of the total number of respondents, which stood at 415 individuals, 309 respondents were 
from the Buea area whilst 106 were from other areas. There were two responses from 
Nairobi, Kenya. Kindly study the annexure for raw data on the respondents’ locations.

Qstn.3; How old are you?

 

Qstn. 4; What faith group would you say you belong to?

 

Qstn. 5; Have you ever experienced sexual harassment?

Qstn. 6; How often has this happened to you? (you can tick more than one)

 

Qstn. 7; What type(s) of sexual harassment have you experienced? (you can tick more 
than one)

 

Qstn. 8; Please rate the following situations of harassment, as common and rare accord-
ing to your knowledge/ experience. (1=Rare, 2=Common, 3=Very Common)
 

 
Qstn. 9; Please rate the following situations of harassment, in terms of severity as felt by 
you. (1= Rare, 2= Common, 3 = Very Common)
Scoring
 

Qstn. 10 How did the situation make you feel? (you can tick more than one)

 

Qstn. 11 Where did this happen to you? (you can tick more than one)

                                                                                 

Qstn. 12 Did this happen in the city you live in? If no, please tell us where in the space 
provided
 

Qstn. 13 Who did this to you?
                                                                               

Qstn. 14 Did you feel you needed support or help with this?
 

Qstn. 15 If yes, did you get the support you needed?

 

Qstn. 16 Who supported you? (you can tick more than one)

 

Qstn. 17 Do you feel you have been pushed or forced to do anything differently because 
of your experience of sexual harassment? (e.g not walk a certain route, change of dress 
etc.)

Based on those who said the harassment changed them, said this experienced
according to them made them to;

RECOMMENDATIONS AND STRATEGIES TO ADDRESS SEXUAL
HARASSMENT IN SCHOOLS/UNIVERSITIES

1. Policies and Procedures
All educational institutions are required to maintain a sexual harassment policy that 
dictates procedures to be followed when dealing with a sexual harassment complaint. 
This must be accompanied by information about domestic laws that complement the 
sexual harassment policy. These policies, in connection with domestic laws, will serve as 
guides for students and school administrators, teachers, counsellors and parents to 
safeguard students from peer to peer sexual harassment as well as sexual harassment 
by school officials or representatives.

2. Appointment of Designated Counsellors
Victims of sexual harassment can experience physical and psychological disorders. It is, 
therefore, the school’s responsibility to designate a qualified (licensed), safe, trusted, 
caring, and approachable counsellor to provide support and guidance to victims of 
sexual harassment. The counsellor would focus on providing guidance to the victims of 
sexual harassment, with the time, space, and autonomy needed, but at the same time 
being mindful of the fact that the school administrators need to be involved, as well as 
parents (especially in the case of minors). The school counsellor’s strategy in dealing with 
cases of sexual harassment could include: 
• collecting information;
• providing counselling services for victims;
• conducting an evaluation; and
• follow-up strategies.

3. Awareness Sessions for Students
 “I had to apply for my job location to be changed without stating

  clearly my reasons because she was my Boss”
Awareness sessions should be held with students to give them an overview of sexual 
harassment and how to recognise all forms of sexual harassment. Students must be 
taught the difference between friendly teasing and bullying as well as the difference 
between flirting and harassment. Behaviour expectations must be clearly defined and 
explained, and fair and consistent consequences need to be outlined and reinforced.  
 These sessions will equally serve as a platform to survey the students, in order to 
determine the levels of understanding of the subject matter and identify gaps in 
knowledge which will be bridged during the sessions. The sessions will be characterised 

by presentations from experts in the field and an opportunity for questions and answers. 
Discussions should focus on the following key topics:
• What is sexual harassment? 
• Why do some people behave in this way? 
• Why is it a problem? 
• How can it be addressed?
• What can you do if you are sexually harassed?

4.Training and Planning Meetings for School Representatives and/or 
Administrators
It is particularly essential that a meeting convening school representatives/administrator, 
counsellors, and nurses should be designed.
This meeting is designed to review all documents containing any reference to sexual 
harassment such as the school’s sexual harassment policies, procedures and sanctions 
contained in employee and student handbooks, and the national and international laws 
regarding sexual harassment. Moreover, the meeting will be used as a platform to raise 
awareness about the prevalence of sexual harassment among students (peer-to-peer 
and harassment by school officials or representatives) and the legal issues and 
implications.

5. School Curriculum
 It is especially important to integrate the subject of sexual harassment into the 
curriculum and make the discussions engaging, ongoing and age-appropriate. This will 
provide students with information about sexual harassment in order to reduce the inci-
dence of sexual harassment, encourage victims of sexual harassment to get help by 
reporting to adults, promote respectful behaviours with peers, and in general help those 
who experience sexual harassment.
 Because sexual violence occurs in a broader context that can include many forms 
of sexual violence, it is equally important to include the subject of sexual and gender 
violence into the school curriculum.
 Moreover, an introductory lesson appropriate for early primary and upper primary 
grades should be developed. The language used will be different from the language 
used when dealing with students in high school or university, especially considering many 
might not have heard of sex, or might have heard about sex and relationships from their 
peers or the internet.

6. Parent Involvement
 “I no longer speak to my uncles and some of my family members because   

 rather than doing me justice they told me to keep quiet and safe the family name”.

Getting parents involved is crucial in tackling sexual harassment within educational 
institutions, especially in the case of minors. It is therefore vital that parents are educated 
about sexual harassment and its harmful effects in order to help them identify 
harassment and respond appropriately. When harassment occurs, the family of the 
victim needs to be informed of the details so that the emotional and developmental 
needs of the victim can be addressed. The family of the perpetrators, when it comes to 
peer-to-peer sexual harassment, should equally be informed, and their involvement may 
be needed to avoid long-term emotional damage and to modify inappropriate 
behaviour.
 
7. Community Awareness
 “In my quarter, I seldom go to the store. Even if I need something so badly,  I prefer  

 substituting my need for something else”.

The subject of sexual harassment is a relatively “foreign” concept within the community in 
general. However, sexual harassment and gender violence within learning institutions is 
very prevalent and often goes unreported. This is particularly true when it relates to 
sexual harassment by school representatives or administrators. Therefore, awareness of 
this subject matter should be carried out, especially awareness wi thin the police and law 
enforcement authorities, civil society, law and policymakers, and community leaders. This 
will create an environment where victims of sexual harassment are comfortable with 
reporting such cases, and perpetrators are successfully prosecuted.

Glossary

Birthright: A particular right of possession or privilege one has from birth.
Sexual Harassment:  Behaviour by an individual or group, which is sexual in nature, that  
 makes the target feel distressed, intimidated or offended.
Quid pro quo: A favour or advantage granted or expected in return for something.
Maputo Protocol: The Protocol to the African Charter on Human and Peoples’ Rights on  
 the Rights of Women in Africa, better known as the Maputo Protocol, is an 
 international human rights instrument established by the African Union that went  
 into effect in 2005.
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Abstract

Sexual harassment is not something that just happens because of fleeting circumstance 
or desire. Instead, in every realm of society, it is driven by imbalances in power. Studies 
conducted across the African continent indicate that there are no sectors untouched by 
sexual harassment, nor unaffected by its impacts, and it damages lives daily. The
persistence of sexual harassment has prompted us to investigate how States can use a 
human rights perspective to protect everyone from such violations. This publication, 
therefore, discusses the case of sexual harassment in Cameroon, how it affects different 
persons based on factors such as social status, age, culture, and education level, and to 
issue a call to action for the elimination of sexual harassment. 

An online SurveyPlanet platform targeting children from the ages of 10 to adults aged 60+ 
years was used. The survey ran for 06 weeks. Besides the online survey, physical group 
discussions and informant interviews were administered to triangulate with the online 
findings. The results were analysed entirely anonymously and used to tackle core 
problems through some strategies.

Out of 415 respondents to the survey: Female participation stood at 213 as compared to 
men at 195 and those who preferred to hide their orientation at 7; With 54.7% having 
experienced, 38.6% indicating that they have never experienced and 6.7% unaware 
whether or not they have at one point experienced sexual harassment. Also, we had 
24.9% confirm having been harassed at least 2-4 times a week. Based on a subjective 
angle in social and digital spaces, 19.6% of the respondents cite that they have been 
targets of jokes which have sexual connotations. 15% have been victims of unwanted 
contact, 7.4% had been in situations where someone infringes on their private space and 
comes too close. We recorded schools to be the hotspot for the occurrence of sexual 
harassment with about 23.3% respondents citing it, followed by open streets at 22.8% with 
religious institutions registering the least 2.9%. According to 26.2% of the respondents, 
most harassments were orchestrated by strangers, followed by friends at 24.0% and 17.4% 
by a classmate. The majority of the respondents who had been sexually harassed had 
received support from friends, family and counselling services. We also recorded several 
testimonials regarding the effects of this harassment on the life of the victims such as 
broken marriages and families, insomnia, unemployment, and challenging working
environment, to name a few.

Our findings call for more significant discussions as to how vulnerable children are at 
school at the risk of being harassed by peers, teachers, and even neighbouring
households to the schools. This paper, however, does not argue that women are the only 
victims of sexual harassment, but it must be noted that studies have shown that women 
are disproportionately impacted by sexual harassment. 

Our findings, therefore, recommend: Working with educational institutions to develop 
Sexual Harassment Policies, Advocacy for the development of a Sexual Harassment Policy 
in all workplace, develop counselling centres to support and empower survivors, while 
working with families to raise awareness. 

Introductory Background
 Sexual harassment is not something that just happens because of fleeting
circumstance or desire. Rather, in every realm of society, it is driven by imbalances in 
power. Furthermore, men tend to hold far more positions of power in all sectors of the 
social, cultural and economic spheres. Even in female-dominated fields, men are more 
likely to be supervisors, principals, and managers.  Thus, men wield more control in
discourses of power. Further to this, race and racism, culture and cultural dictates, and 
society and socialization all add another layer to systemic power imbalances.
 Studies conducted across the African continent indicate that there are no sectors 
untouched by sexual harassment, nor unaffected by its impacts. Sexual harassment 
damages the lives, health, prospects, financial independence, and opportunities of its 
victims. Not only does sexual harassment cost businesses considerable legal fees, but it 
also results in lost productivity, morale, effectiveness, and talent. Tolerating or failing to 
adequately respond to sexual harassment restricts men, women and other targets’
economic security, access to opportunity, and advancement, ultimately preserving the 
status quo and its accompanying power imbalances that drive sexual harassment in the 
first place.
 All in all, Sexual Harassment is defined as:  an individual’s behaviour, which is sexual 
in nature, that makes the target feel distressed, intimidated or offended. Such behaviours 
include but are not limited to: Sexual comments or jokes; Physical behaviour; unwelcome 
sexual advances, touching, and various forms of sexual assault - Displaying photos,
pictures, or drawings of a sexual nature - Sending messages, emails, etc. with sexual 
content.
 The objectification of women and girls has continued for several centuries. Its
persistence prompts us to investigate how best state parties can protect everyone from 
these such violations. In many cultures, men are brought up to believe that behaviour 
which we now consider as sexual harassment is their birthright . To assert this right, some 
men seek to threaten women or emphasise their subordinate status while others seek to 
protest women's presence in the workplace. In contrast, other men seek to entertain 
themselves in a manner considered acceptable in many men's private lives or all-male 
environments; in turn, women have been conditioned to accept these harassments as 
inevitable despite the effects upon them. This paper, however, does not argue that 
women are the only victims of sexual harassment, but it must be noted that studies have 
shown that women are disproportionately impacted by sexual harassment. These acts of 
harassment have continued to be perpetrated with impunity even in countries where 
laws against discrimination and sexual harassment laws have been enacted or ratified.  
 The persistence of sexual harassment thus requires us to reinvent laws to ensure 

that laws protect everyone from ever experiencing sexual harassment. Consequently, in 
this paper, we will frame sexual harassment from a human rights perspective, discuss the 
national and regional frameworks, examine statistics from a research survey, and issue a 
call to action for the elimination of sexual harassment.

National Legal Framework for Sexual Harassment
 In Cameroon, Section 302 of the Penal Code defines sexual harassment as:  
 

 However, this discussion focuses 
on just one definition of what sexual 
harassment is. Sexual harassment 
cases fall into two broad and 
sometimes overlapping categories: 
quid pro quo harassment, in which the 
victim suffers an economic deprivation 
as the direct result of refusing the 
sexual advances of her supervisor; and 
hostile environment harassment, in 
which the victim endures various sorts 
of abuse of a sexually-charged nature 
from either a supervisor or co-workers. 
 Quid pro quo or “this for that” 

(“this” is the sex and “that” is the benefit)  is when someone in a position of authority, such 
as a teacher, supervisor, or employer conditions promotion/success/job-related
consequences on obtaining sexual favours. Should the person being harassed refuse to 
surrender to such a request, they face the risk of losing the benefits that were to follow.  In 
this case, and for the act to be considered as sexual harassment, it has to be explicitly or 
implicitly clear that further employment/promotion/success is contingent on the 
submission of the individual being harassed. Therefore, it has to be clear that accepting or 
denying such advances will be the basis for which decision affecting the individual will be 
made.  
 Hostile environment sexual harassment is when the harassment impacts work

performance or creates an intimidating, hostile, or offensive working environment for the 
person who is being harassed.  While this definition might be highly contested, its preva-
lence cannot be ignored. The argument here is how do we evaluate what an offensive, 
hostile or intimidating environment is? However, it is our position that for an environment 
to be hostile, it has to affect the individual either physically or psychologically. 
 Cameroon has ratified several international human rights treaties, and Article 45 of 
the constitution of Cameroon prescribes that duly approved or ratified treaties and
international agreements shall, following the publication, override national laws, provided 
the other party implements the said treaty or agreement. Cameroon is therefore obliged 
to provide the necessary legal and administrative framework to ensure that sexual 
harassment is eliminated or punished under the obligations discussed below.

International Definition of Sexual Harassment
 Most of the forms of sexual harassment that people face are unwelcome sexual 
advances and sex-based discrimination. Sexual harassment constitutes discrimination 
based on sex. The 1948 Universal Declaration of Human Rights, the International Covenant 
on Civil and Political Rights, the International Convention on Economic, Social and Cultural 
Rights, and the 1979 Convention on the Elimination of All Forms of Discrimination Against 
Women (CEDAW) have each denounced the forms of discrimination that women face. 
Sexual harassment is the disrespect of the principle of equal treatment with regards to 
access to employment and promotion, which includes sexual blackmail (as is the case in 
schools where marks are traded for sex).

General Recommendation 19 of the CEDAW Committee defines 
sexual harassment as: 

 
 Sexual harassment includes such unwelcome sexually determined behaviour as physical contact and 

advances, sexually coloured remarks, showing pornography and sexual demands, whether by words or actions. 
Such conduct can be humiliating and may constitute a health and safety problem; it is discriminatory when the 

woman has reasonable grounds to believe that her objection would disadvantage her in connection with her 
employment, including recruitment or promotion, or when it creates a hostile working environment. 

 
General Recommendation 19 of the CEDAW Committee recognises sexual harassment as 
gender-specific violence under the convention. The Committee notes that sexual harass-
ment occurs at places of employment and constitute a hostile work
environment for which there should be claims. 

Regional Definition of Sexual Harassment
 In Africa, the Maputo Protocol is outstanding in its articulation of sexual harassment. 
While Article 2(1) calls on states to ensure the elimination of all forms of discrimination 
that women and girls face, it also gives specific prescription as to how to protect women 
and girls from further harassment.
 
 Article 12 (1c) of the Maputo Protocol on the right to education and training calls on states to protect 

women, especially the girl-child from all forms of abuse, including sexual harassment in schools and other 
educational institutions and provide for sanctions against the perpetrators of such practices

 Article 12 (1d) also calls on 

states to provide access to counselling and rehabilitation services to women who 
suffer abuses and sexual harassment.

 Article 13 (c) 

ensure transparency in recruitment, promotion and dismissal of women and combat
and punish sexual harassment in the workplace;

 The Maputo Protocol is the only human rights document to recognise the need to 
eliminate sexual harassment in schools. It is also progressive in that it requires states to 
ensure that both public and private institutions set out a clear procedure in employment 
and promotion standards, thereby eliminating the possibility of quid pro quo harassment. 
If and when sexual harassment consequently happens, the Maputo Protocols requires 
that rehabilitation services be made available. 

Section 295 - Private indecency 
 Whoever in any place notwithstanding that it may not be open to the public 
commits an indecent act in the presence of any person of either sex and without his 
consent shall be punished with imprisonment from 15 days to 2 years or with fine from 
CFAF 10000 to CFAF 100000.
Section 81 (1) of Law N° 2010/012 of 21 December 2010 relating to cybersecurity and 
cybercriminal in Cameroon makes it criminal for any adult to use an electronic 
communication network or information system to make sexual proposals to minors 
below 15 years old or to a person having the features of a minor. The penalty shall be 
double the penalties stipulated in section 295 of the Penal Code. The penalty is doubled 
when an electronic communication devises was used. This is very important to the sexual 
harassment discussion as many things, adolescents are harassed online by their peers 
and other adults. 
 Section 296 - Rape Whoever by force or moral ascendency compels any person 
whether above or below the age of puberty to have sexual intercourse with him shall be 
punished with imprisonment for from 5 to 10 years.

Survey Rationale and Justification
 Sexual harassment is fuelled in part by the stories we tell ourselves and the 
narratives that we choose to believe. Many organisations are often driven to protect 
perceived high performers, superstars, creative geniuses, and other societal influencers 
at all costs. This is often driven by the belief that success, innovation, or survival is 
dependent on that one person, regardless of their behaviour. Narratives around the 
so-called “ideal worker” perpetuate a gender-harassing power dynamic rooted in the 
belief that women and others who do not conform to these traditional norms do not 
belong and cannot compete in the work or social world, and that men do not belong in 
caregiving. 
 These damaging mythologies not only drive rampant sexual harassment, but also 
foster abusive and toxic cultures that silence, undermine, and waste the talents and 
potential of many people. Denial - thinking that sexual harassment does not happen in, 
say, female-dominated environments, or that organisations have already eliminated it, is 
another dominant false narrative that provides fertile ground for sexual harassment to 
thrive.
 There are underlying patterns for sexual harassment, but those patterns do not 
capture the variations in experience by different groups of people in diverse contexts. 
Women of lower status and young girls are the most common targets of sexual 
harassment by perpetrators, who are typically men of higher status. However, sexual 
harassment in the workplace is by no means limited to this dynamic. Men, particularly 
those who do not conform to traditionally masculine norms, such as LGBTQ and 
gender-nonconforming individuals as well as others who are seen as outsiders, can be 
targeted. Women can be harassers as well.

Methodological Approach
 An online survey targeting children from the age of 10 to adults aged 60+ years was 
used. The rationale behind this clustering of targets was that at very tender ages, children 
are at risk of being sexually harassed by their parents, friends, caregivers, teachers and 
even strangers. At the teen and youth level, there are aspects of peer pressure that are 
intensified with regards to exposure to sexual content in online and offline spaces that 
directly concern sexual harassment. For those who are 35+ years, there are also unique 
components of sexual harassment that take place at places of business and work. Thus, it 
is clear that sexual harassment takes different forms in different contexts contingent on 
factors such as age level and class. 
 To this effect, a tool was developed on the SurveyPlanet platform with particular 
questions focused on understanding the case of sexual harassment in the context of 
Cameroon, and how it affects different persons based on factors such as social status, 
age, culture, and education level, among others. The survey ran for a period of 06 weeks. 
Besides the online survey, physical group discussions and informant interviews were 

administered to triangulate with the online findings. The results, which were analysed 
completely anonymously, will be used to    tackle core problems through the following 
strategies:
• Work with education institutions to develop Sexual Harassment Policies, 
• Advocate for the development of a Sexual Harassment Policy in business and 
workplace 
• Support government departments, organisations, education institutions and 
business enterprises to develop service charters that advocate against Sexual 
Harassment.
• Map capacity enhancement opportunities for different spaces where Sexual 
Harassment is prevalent

Ethical Standards 
 In order to guarantee that the ethical provisions in place and practised for research 
were adhered to and put into effect while engaging respondents during the survey 
process and to ensure that the process was beyond reproach, there was a deliberate 
action to ensure that the process frontloads documentation and reporting as a critical 
action.
 However, to ensure that the documentation aspect does not supersede the cultural, 
religious and social priorities of the respondents in question, the process ensured that the 
introduction to the survey made it clear that completing the survey was optional and one 
was at liberty to opt-out of questions that they considered infringing. 
 Lastly and most importantly, as the primary target category, the survey leads 
ensured that all protocols are observed on engagement with children (where applicable) 
in terms of security, confidentiality and their ownership and consent. Information gathered 
therein was not to be shared with any third party in any form without the prior written 
approval of a duly authorised person.

SURVEY QUESTIONS
Qstn.1; What is your  gender?

Qstn.2; Which town do you live in?
Of the total number of respondents, which stood at 415 individuals, 309 respondents were 
from the Buea area whilst 106 were from other areas. There were two responses from 
Nairobi, Kenya. Kindly study the annexure for raw data on the respondents’ locations.

Qstn.3; How old are you?

 

Qstn. 4; What faith group would you say you belong to?

 

Qstn. 5; Have you ever experienced sexual harassment?

Qstn. 6; How often has this happened to you? (you can tick more than one)

 

Qstn. 7; What type(s) of sexual harassment have you experienced? (you can tick more 
than one)

 

Qstn. 8; Please rate the following situations of harassment, as common and rare accord-
ing to your knowledge/ experience. (1=Rare, 2=Common, 3=Very Common)
 

 
Qstn. 9; Please rate the following situations of harassment, in terms of severity as felt by 
you. (1= Rare, 2= Common, 3 = Very Common)
Scoring
 

Qstn. 10 How did the situation make you feel? (you can tick more than one)

 

Qstn. 11 Where did this happen to you? (you can tick more than one)

                                                                                 

Qstn. 12 Did this happen in the city you live in? If no, please tell us where in the space 
provided
 

Qstn. 13 Who did this to you?
                                                                               

Qstn. 14 Did you feel you needed support or help with this?
 

Qstn. 15 If yes, did you get the support you needed?

 

Qstn. 16 Who supported you? (you can tick more than one)

 

Qstn. 17 Do you feel you have been pushed or forced to do anything differently because 
of your experience of sexual harassment? (e.g not walk a certain route, change of dress 
etc.)

Based on those who said the harassment changed them, said this experienced
according to them made them to;

RECOMMENDATIONS AND STRATEGIES TO ADDRESS SEXUAL
HARASSMENT IN SCHOOLS/UNIVERSITIES

1. Policies and Procedures
All educational institutions are required to maintain a sexual harassment policy that 
dictates procedures to be followed when dealing with a sexual harassment complaint. 
This must be accompanied by information about domestic laws that complement the 
sexual harassment policy. These policies, in connection with domestic laws, will serve as 
guides for students and school administrators, teachers, counsellors and parents to 
safeguard students from peer to peer sexual harassment as well as sexual harassment 
by school officials or representatives.

2. Appointment of Designated Counsellors
Victims of sexual harassment can experience physical and psychological disorders. It is, 
therefore, the school’s responsibility to designate a qualified (licensed), safe, trusted, 
caring, and approachable counsellor to provide support and guidance to victims of 
sexual harassment. The counsellor would focus on providing guidance to the victims of 
sexual harassment, with the time, space, and autonomy needed, but at the same time 
being mindful of the fact that the school administrators need to be involved, as well as 
parents (especially in the case of minors). The school counsellor’s strategy in dealing with 
cases of sexual harassment could include: 
• collecting information;
• providing counselling services for victims;
• conducting an evaluation; and
• follow-up strategies.

3. Awareness Sessions for Students
 “I had to apply for my job location to be changed without stating

  clearly my reasons because she was my Boss”
Awareness sessions should be held with students to give them an overview of sexual 
harassment and how to recognise all forms of sexual harassment. Students must be 
taught the difference between friendly teasing and bullying as well as the difference 
between flirting and harassment. Behaviour expectations must be clearly defined and 
explained, and fair and consistent consequences need to be outlined and reinforced.  
 These sessions will equally serve as a platform to survey the students, in order to 
determine the levels of understanding of the subject matter and identify gaps in 
knowledge which will be bridged during the sessions. The sessions will be characterised 

by presentations from experts in the field and an opportunity for questions and answers. 
Discussions should focus on the following key topics:
• What is sexual harassment? 
• Why do some people behave in this way? 
• Why is it a problem? 
• How can it be addressed?
• What can you do if you are sexually harassed?

4.Training and Planning Meetings for School Representatives and/or 
Administrators
It is particularly essential that a meeting convening school representatives/administrator, 
counsellors, and nurses should be designed.
This meeting is designed to review all documents containing any reference to sexual 
harassment such as the school’s sexual harassment policies, procedures and sanctions 
contained in employee and student handbooks, and the national and international laws 
regarding sexual harassment. Moreover, the meeting will be used as a platform to raise 
awareness about the prevalence of sexual harassment among students (peer-to-peer 
and harassment by school officials or representatives) and the legal issues and 
implications.

5. School Curriculum
 It is especially important to integrate the subject of sexual harassment into the 
curriculum and make the discussions engaging, ongoing and age-appropriate. This will 
provide students with information about sexual harassment in order to reduce the inci-
dence of sexual harassment, encourage victims of sexual harassment to get help by 
reporting to adults, promote respectful behaviours with peers, and in general help those 
who experience sexual harassment.
 Because sexual violence occurs in a broader context that can include many forms 
of sexual violence, it is equally important to include the subject of sexual and gender 
violence into the school curriculum.
 Moreover, an introductory lesson appropriate for early primary and upper primary 
grades should be developed. The language used will be different from the language 
used when dealing with students in high school or university, especially considering many 
might not have heard of sex, or might have heard about sex and relationships from their 
peers or the internet.

6. Parent Involvement
 “I no longer speak to my uncles and some of my family members because   

 rather than doing me justice they told me to keep quiet and safe the family name”.

Getting parents involved is crucial in tackling sexual harassment within educational 
institutions, especially in the case of minors. It is therefore vital that parents are educated 
about sexual harassment and its harmful effects in order to help them identify 
harassment and respond appropriately. When harassment occurs, the family of the 
victim needs to be informed of the details so that the emotional and developmental 
needs of the victim can be addressed. The family of the perpetrators, when it comes to 
peer-to-peer sexual harassment, should equally be informed, and their involvement may 
be needed to avoid long-term emotional damage and to modify inappropriate 
behaviour.
 
7. Community Awareness
 “In my quarter, I seldom go to the store. Even if I need something so badly,  I prefer  

 substituting my need for something else”.

The subject of sexual harassment is a relatively “foreign” concept within the community in 
general. However, sexual harassment and gender violence within learning institutions is 
very prevalent and often goes unreported. This is particularly true when it relates to 
sexual harassment by school representatives or administrators. Therefore, awareness of 
this subject matter should be carried out, especially awareness wi thin the police and law 
enforcement authorities, civil society, law and policymakers, and community leaders. This 
will create an environment where victims of sexual harassment are comfortable with 
reporting such cases, and perpetrators are successfully prosecuted.

Glossary

Birthright: A particular right of possession or privilege one has from birth.
Sexual Harassment:  Behaviour by an individual or group, which is sexual in nature, that  
 makes the target feel distressed, intimidated or offended.
Quid pro quo: A favour or advantage granted or expected in return for something.
Maputo Protocol: The Protocol to the African Charter on Human and Peoples’ Rights on  
 the Rights of Women in Africa, better known as the Maputo Protocol, is an 
 international human rights instrument established by the African Union that went  
 into effect in 2005.
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Abstract

Sexual harassment is not something that just happens because of fleeting circumstance 
or desire. Instead, in every realm of society, it is driven by imbalances in power. Studies 
conducted across the African continent indicate that there are no sectors untouched by 
sexual harassment, nor unaffected by its impacts, and it damages lives daily. The
persistence of sexual harassment has prompted us to investigate how States can use a 
human rights perspective to protect everyone from such violations. This publication, 
therefore, discusses the case of sexual harassment in Cameroon, how it affects different 
persons based on factors such as social status, age, culture, and education level, and to 
issue a call to action for the elimination of sexual harassment. 

An online SurveyPlanet platform targeting children from the ages of 10 to adults aged 60+ 
years was used. The survey ran for 06 weeks. Besides the online survey, physical group 
discussions and informant interviews were administered to triangulate with the online 
findings. The results were analysed entirely anonymously and used to tackle core 
problems through some strategies.

Out of 415 respondents to the survey: Female participation stood at 213 as compared to 
men at 195 and those who preferred to hide their orientation at 7; With 54.7% having 
experienced, 38.6% indicating that they have never experienced and 6.7% unaware 
whether or not they have at one point experienced sexual harassment. Also, we had 
24.9% confirm having been harassed at least 2-4 times a week. Based on a subjective 
angle in social and digital spaces, 19.6% of the respondents cite that they have been 
targets of jokes which have sexual connotations. 15% have been victims of unwanted 
contact, 7.4% had been in situations where someone infringes on their private space and 
comes too close. We recorded schools to be the hotspot for the occurrence of sexual 
harassment with about 23.3% respondents citing it, followed by open streets at 22.8% with 
religious institutions registering the least 2.9%. According to 26.2% of the respondents, 
most harassments were orchestrated by strangers, followed by friends at 24.0% and 17.4% 
by a classmate. The majority of the respondents who had been sexually harassed had 
received support from friends, family and counselling services. We also recorded several 
testimonials regarding the effects of this harassment on the life of the victims such as 
broken marriages and families, insomnia, unemployment, and challenging working
environment, to name a few.

Our findings call for more significant discussions as to how vulnerable children are at 
school at the risk of being harassed by peers, teachers, and even neighbouring
households to the schools. This paper, however, does not argue that women are the only 
victims of sexual harassment, but it must be noted that studies have shown that women 
are disproportionately impacted by sexual harassment. 

Our findings, therefore, recommend: Working with educational institutions to develop 
Sexual Harassment Policies, Advocacy for the development of a Sexual Harassment Policy 
in all workplace, develop counselling centres to support and empower survivors, while 
working with families to raise awareness. 

Introductory Background
 Sexual harassment is not something that just happens because of fleeting
circumstance or desire. Rather, in every realm of society, it is driven by imbalances in 
power. Furthermore, men tend to hold far more positions of power in all sectors of the 
social, cultural and economic spheres. Even in female-dominated fields, men are more 
likely to be supervisors, principals, and managers.  Thus, men wield more control in
discourses of power. Further to this, race and racism, culture and cultural dictates, and 
society and socialization all add another layer to systemic power imbalances.
 Studies conducted across the African continent indicate that there are no sectors 
untouched by sexual harassment, nor unaffected by its impacts. Sexual harassment 
damages the lives, health, prospects, financial independence, and opportunities of its 
victims. Not only does sexual harassment cost businesses considerable legal fees, but it 
also results in lost productivity, morale, effectiveness, and talent. Tolerating or failing to 
adequately respond to sexual harassment restricts men, women and other targets’
economic security, access to opportunity, and advancement, ultimately preserving the 
status quo and its accompanying power imbalances that drive sexual harassment in the 
first place.
 All in all, Sexual Harassment is defined as:  an individual’s behaviour, which is sexual 
in nature, that makes the target feel distressed, intimidated or offended. Such behaviours 
include but are not limited to: Sexual comments or jokes; Physical behaviour; unwelcome 
sexual advances, touching, and various forms of sexual assault - Displaying photos,
pictures, or drawings of a sexual nature - Sending messages, emails, etc. with sexual 
content.
 The objectification of women and girls has continued for several centuries. Its
persistence prompts us to investigate how best state parties can protect everyone from 
these such violations. In many cultures, men are brought up to believe that behaviour 
which we now consider as sexual harassment is their birthright . To assert this right, some 
men seek to threaten women or emphasise their subordinate status while others seek to 
protest women's presence in the workplace. In contrast, other men seek to entertain 
themselves in a manner considered acceptable in many men's private lives or all-male 
environments; in turn, women have been conditioned to accept these harassments as 
inevitable despite the effects upon them. This paper, however, does not argue that 
women are the only victims of sexual harassment, but it must be noted that studies have 
shown that women are disproportionately impacted by sexual harassment. These acts of 
harassment have continued to be perpetrated with impunity even in countries where 
laws against discrimination and sexual harassment laws have been enacted or ratified.  
 The persistence of sexual harassment thus requires us to reinvent laws to ensure 

that laws protect everyone from ever experiencing sexual harassment. Consequently, in 
this paper, we will frame sexual harassment from a human rights perspective, discuss the 
national and regional frameworks, examine statistics from a research survey, and issue a 
call to action for the elimination of sexual harassment.

National Legal Framework for Sexual Harassment
 In Cameroon, Section 302 of the Penal Code defines sexual harassment as:  
 

 However, this discussion focuses 
on just one definition of what sexual 
harassment is. Sexual harassment 
cases fall into two broad and 
sometimes overlapping categories: 
quid pro quo harassment, in which the 
victim suffers an economic deprivation 
as the direct result of refusing the 
sexual advances of her supervisor; and 
hostile environment harassment, in 
which the victim endures various sorts 
of abuse of a sexually-charged nature 
from either a supervisor or co-workers. 
 Quid pro quo or “this for that” 

(“this” is the sex and “that” is the benefit)  is when someone in a position of authority, such 
as a teacher, supervisor, or employer conditions promotion/success/job-related
consequences on obtaining sexual favours. Should the person being harassed refuse to 
surrender to such a request, they face the risk of losing the benefits that were to follow.  In 
this case, and for the act to be considered as sexual harassment, it has to be explicitly or 
implicitly clear that further employment/promotion/success is contingent on the 
submission of the individual being harassed. Therefore, it has to be clear that accepting or 
denying such advances will be the basis for which decision affecting the individual will be 
made.  
 Hostile environment sexual harassment is when the harassment impacts work

performance or creates an intimidating, hostile, or offensive working environment for the 
person who is being harassed.  While this definition might be highly contested, its preva-
lence cannot be ignored. The argument here is how do we evaluate what an offensive, 
hostile or intimidating environment is? However, it is our position that for an environment 
to be hostile, it has to affect the individual either physically or psychologically. 
 Cameroon has ratified several international human rights treaties, and Article 45 of 
the constitution of Cameroon prescribes that duly approved or ratified treaties and
international agreements shall, following the publication, override national laws, provided 
the other party implements the said treaty or agreement. Cameroon is therefore obliged 
to provide the necessary legal and administrative framework to ensure that sexual 
harassment is eliminated or punished under the obligations discussed below.

International Definition of Sexual Harassment
 Most of the forms of sexual harassment that people face are unwelcome sexual 
advances and sex-based discrimination. Sexual harassment constitutes discrimination 
based on sex. The 1948 Universal Declaration of Human Rights, the International Covenant 
on Civil and Political Rights, the International Convention on Economic, Social and Cultural 
Rights, and the 1979 Convention on the Elimination of All Forms of Discrimination Against 
Women (CEDAW) have each denounced the forms of discrimination that women face. 
Sexual harassment is the disrespect of the principle of equal treatment with regards to 
access to employment and promotion, which includes sexual blackmail (as is the case in 
schools where marks are traded for sex).

General Recommendation 19 of the CEDAW Committee defines 
sexual harassment as: 

 
 Sexual harassment includes such unwelcome sexually determined behaviour as physical contact and 

advances, sexually coloured remarks, showing pornography and sexual demands, whether by words or actions. 
Such conduct can be humiliating and may constitute a health and safety problem; it is discriminatory when the 

woman has reasonable grounds to believe that her objection would disadvantage her in connection with her 
employment, including recruitment or promotion, or when it creates a hostile working environment. 

 
General Recommendation 19 of the CEDAW Committee recognises sexual harassment as 
gender-specific violence under the convention. The Committee notes that sexual harass-
ment occurs at places of employment and constitute a hostile work
environment for which there should be claims. 

Regional Definition of Sexual Harassment
 In Africa, the Maputo Protocol is outstanding in its articulation of sexual harassment. 
While Article 2(1) calls on states to ensure the elimination of all forms of discrimination 
that women and girls face, it also gives specific prescription as to how to protect women 
and girls from further harassment.
 
 Article 12 (1c) of the Maputo Protocol on the right to education and training calls on states to protect 

women, especially the girl-child from all forms of abuse, including sexual harassment in schools and other 
educational institutions and provide for sanctions against the perpetrators of such practices

 Article 12 (1d) also calls on 

states to provide access to counselling and rehabilitation services to women who 
suffer abuses and sexual harassment.

 Article 13 (c) 

ensure transparency in recruitment, promotion and dismissal of women and combat
and punish sexual harassment in the workplace;

 The Maputo Protocol is the only human rights document to recognise the need to 
eliminate sexual harassment in schools. It is also progressive in that it requires states to 
ensure that both public and private institutions set out a clear procedure in employment 
and promotion standards, thereby eliminating the possibility of quid pro quo harassment. 
If and when sexual harassment consequently happens, the Maputo Protocols requires 
that rehabilitation services be made available. 

Section 295 - Private indecency 
 Whoever in any place notwithstanding that it may not be open to the public 
commits an indecent act in the presence of any person of either sex and without his 
consent shall be punished with imprisonment from 15 days to 2 years or with fine from 
CFAF 10000 to CFAF 100000.
Section 81 (1) of Law N° 2010/012 of 21 December 2010 relating to cybersecurity and 
cybercriminal in Cameroon makes it criminal for any adult to use an electronic 
communication network or information system to make sexual proposals to minors 
below 15 years old or to a person having the features of a minor. The penalty shall be 
double the penalties stipulated in section 295 of the Penal Code. The penalty is doubled 
when an electronic communication devises was used. This is very important to the sexual 
harassment discussion as many things, adolescents are harassed online by their peers 
and other adults. 
 Section 296 - Rape Whoever by force or moral ascendency compels any person 
whether above or below the age of puberty to have sexual intercourse with him shall be 
punished with imprisonment for from 5 to 10 years.

Survey Rationale and Justification
 Sexual harassment is fuelled in part by the stories we tell ourselves and the 
narratives that we choose to believe. Many organisations are often driven to protect 
perceived high performers, superstars, creative geniuses, and other societal influencers 
at all costs. This is often driven by the belief that success, innovation, or survival is 
dependent on that one person, regardless of their behaviour. Narratives around the 
so-called “ideal worker” perpetuate a gender-harassing power dynamic rooted in the 
belief that women and others who do not conform to these traditional norms do not 
belong and cannot compete in the work or social world, and that men do not belong in 
caregiving. 
 These damaging mythologies not only drive rampant sexual harassment, but also 
foster abusive and toxic cultures that silence, undermine, and waste the talents and 
potential of many people. Denial - thinking that sexual harassment does not happen in, 
say, female-dominated environments, or that organisations have already eliminated it, is 
another dominant false narrative that provides fertile ground for sexual harassment to 
thrive.
 There are underlying patterns for sexual harassment, but those patterns do not 
capture the variations in experience by different groups of people in diverse contexts. 
Women of lower status and young girls are the most common targets of sexual 
harassment by perpetrators, who are typically men of higher status. However, sexual 
harassment in the workplace is by no means limited to this dynamic. Men, particularly 
those who do not conform to traditionally masculine norms, such as LGBTQ and 
gender-nonconforming individuals as well as others who are seen as outsiders, can be 
targeted. Women can be harassers as well.

Methodological Approach
 An online survey targeting children from the age of 10 to adults aged 60+ years was 
used. The rationale behind this clustering of targets was that at very tender ages, children 
are at risk of being sexually harassed by their parents, friends, caregivers, teachers and 
even strangers. At the teen and youth level, there are aspects of peer pressure that are 
intensified with regards to exposure to sexual content in online and offline spaces that 
directly concern sexual harassment. For those who are 35+ years, there are also unique 
components of sexual harassment that take place at places of business and work. Thus, it 
is clear that sexual harassment takes different forms in different contexts contingent on 
factors such as age level and class. 
 To this effect, a tool was developed on the SurveyPlanet platform with particular 
questions focused on understanding the case of sexual harassment in the context of 
Cameroon, and how it affects different persons based on factors such as social status, 
age, culture, and education level, among others. The survey ran for a period of 06 weeks. 
Besides the online survey, physical group discussions and informant interviews were 

administered to triangulate with the online findings. The results, which were analysed 
completely anonymously, will be used to    tackle core problems through the following 
strategies:
• Work with education institutions to develop Sexual Harassment Policies, 
• Advocate for the development of a Sexual Harassment Policy in business and 
workplace 
• Support government departments, organisations, education institutions and 
business enterprises to develop service charters that advocate against Sexual 
Harassment.
• Map capacity enhancement opportunities for different spaces where Sexual 
Harassment is prevalent

Ethical Standards 
 In order to guarantee that the ethical provisions in place and practised for research 
were adhered to and put into effect while engaging respondents during the survey 
process and to ensure that the process was beyond reproach, there was a deliberate 
action to ensure that the process frontloads documentation and reporting as a critical 
action.
 However, to ensure that the documentation aspect does not supersede the cultural, 
religious and social priorities of the respondents in question, the process ensured that the 
introduction to the survey made it clear that completing the survey was optional and one 
was at liberty to opt-out of questions that they considered infringing. 
 Lastly and most importantly, as the primary target category, the survey leads 
ensured that all protocols are observed on engagement with children (where applicable) 
in terms of security, confidentiality and their ownership and consent. Information gathered 
therein was not to be shared with any third party in any form without the prior written 
approval of a duly authorised person.

SURVEY QUESTIONS
Qstn.1; What is your  gender?

Qstn.2; Which town do you live in?
Of the total number of respondents, which stood at 415 individuals, 309 respondents were 
from the Buea area whilst 106 were from other areas. There were two responses from 
Nairobi, Kenya. Kindly study the annexure for raw data on the respondents’ locations.

Qstn.3; How old are you?

 

Qstn. 4; What faith group would you say you belong to?

 

Qstn. 5; Have you ever experienced sexual harassment?

Qstn. 6; How often has this happened to you? (you can tick more than one)

 

Qstn. 7; What type(s) of sexual harassment have you experienced? (you can tick more 
than one)

 

Qstn. 8; Please rate the following situations of harassment, as common and rare accord-
ing to your knowledge/ experience. (1=Rare, 2=Common, 3=Very Common)
 

 
Qstn. 9; Please rate the following situations of harassment, in terms of severity as felt by 
you. (1= Rare, 2= Common, 3 = Very Common)
Scoring
 

Qstn. 10 How did the situation make you feel? (you can tick more than one)

 

Qstn. 11 Where did this happen to you? (you can tick more than one)

                                                                                 

Qstn. 12 Did this happen in the city you live in? If no, please tell us where in the space 
provided
 

Qstn. 13 Who did this to you?
                                                                               

Qstn. 14 Did you feel you needed support or help with this?
 

Qstn. 15 If yes, did you get the support you needed?

 

Qstn. 16 Who supported you? (you can tick more than one)

 

Qstn. 17 Do you feel you have been pushed or forced to do anything differently because 
of your experience of sexual harassment? (e.g not walk a certain route, change of dress 
etc.)

Based on those who said the harassment changed them, said this experienced
according to them made them to;

RECOMMENDATIONS AND STRATEGIES TO ADDRESS SEXUAL
HARASSMENT IN SCHOOLS/UNIVERSITIES

1. Policies and Procedures
All educational institutions are required to maintain a sexual harassment policy that 
dictates procedures to be followed when dealing with a sexual harassment complaint. 
This must be accompanied by information about domestic laws that complement the 
sexual harassment policy. These policies, in connection with domestic laws, will serve as 
guides for students and school administrators, teachers, counsellors and parents to 
safeguard students from peer to peer sexual harassment as well as sexual harassment 
by school officials or representatives.

2. Appointment of Designated Counsellors
Victims of sexual harassment can experience physical and psychological disorders. It is, 
therefore, the school’s responsibility to designate a qualified (licensed), safe, trusted, 
caring, and approachable counsellor to provide support and guidance to victims of 
sexual harassment. The counsellor would focus on providing guidance to the victims of 
sexual harassment, with the time, space, and autonomy needed, but at the same time 
being mindful of the fact that the school administrators need to be involved, as well as 
parents (especially in the case of minors). The school counsellor’s strategy in dealing with 
cases of sexual harassment could include: 
• collecting information;
• providing counselling services for victims;
• conducting an evaluation; and
• follow-up strategies.

3. Awareness Sessions for Students
 “I had to apply for my job location to be changed without stating

  clearly my reasons because she was my Boss”
Awareness sessions should be held with students to give them an overview of sexual 
harassment and how to recognise all forms of sexual harassment. Students must be 
taught the difference between friendly teasing and bullying as well as the difference 
between flirting and harassment. Behaviour expectations must be clearly defined and 
explained, and fair and consistent consequences need to be outlined and reinforced.  
 These sessions will equally serve as a platform to survey the students, in order to 
determine the levels of understanding of the subject matter and identify gaps in 
knowledge which will be bridged during the sessions. The sessions will be characterised 

by presentations from experts in the field and an opportunity for questions and answers. 
Discussions should focus on the following key topics:
• What is sexual harassment? 
• Why do some people behave in this way? 
• Why is it a problem? 
• How can it be addressed?
• What can you do if you are sexually harassed?

4.Training and Planning Meetings for School Representatives and/or 
Administrators
It is particularly essential that a meeting convening school representatives/administrator, 
counsellors, and nurses should be designed.
This meeting is designed to review all documents containing any reference to sexual 
harassment such as the school’s sexual harassment policies, procedures and sanctions 
contained in employee and student handbooks, and the national and international laws 
regarding sexual harassment. Moreover, the meeting will be used as a platform to raise 
awareness about the prevalence of sexual harassment among students (peer-to-peer 
and harassment by school officials or representatives) and the legal issues and 
implications.

5. School Curriculum
 It is especially important to integrate the subject of sexual harassment into the 
curriculum and make the discussions engaging, ongoing and age-appropriate. This will 
provide students with information about sexual harassment in order to reduce the inci-
dence of sexual harassment, encourage victims of sexual harassment to get help by 
reporting to adults, promote respectful behaviours with peers, and in general help those 
who experience sexual harassment.
 Because sexual violence occurs in a broader context that can include many forms 
of sexual violence, it is equally important to include the subject of sexual and gender 
violence into the school curriculum.
 Moreover, an introductory lesson appropriate for early primary and upper primary 
grades should be developed. The language used will be different from the language 
used when dealing with students in high school or university, especially considering many 
might not have heard of sex, or might have heard about sex and relationships from their 
peers or the internet.

6. Parent Involvement
 “I no longer speak to my uncles and some of my family members because   

 rather than doing me justice they told me to keep quiet and safe the family name”.

Getting parents involved is crucial in tackling sexual harassment within educational 
institutions, especially in the case of minors. It is therefore vital that parents are educated 
about sexual harassment and its harmful effects in order to help them identify 
harassment and respond appropriately. When harassment occurs, the family of the 
victim needs to be informed of the details so that the emotional and developmental 
needs of the victim can be addressed. The family of the perpetrators, when it comes to 
peer-to-peer sexual harassment, should equally be informed, and their involvement may 
be needed to avoid long-term emotional damage and to modify inappropriate 
behaviour.
 
7. Community Awareness
 “In my quarter, I seldom go to the store. Even if I need something so badly,  I prefer  

 substituting my need for something else”.

The subject of sexual harassment is a relatively “foreign” concept within the community in 
general. However, sexual harassment and gender violence within learning institutions is 
very prevalent and often goes unreported. This is particularly true when it relates to 
sexual harassment by school representatives or administrators. Therefore, awareness of 
this subject matter should be carried out, especially awareness wi thin the police and law 
enforcement authorities, civil society, law and policymakers, and community leaders. This 
will create an environment where victims of sexual harassment are comfortable with 
reporting such cases, and perpetrators are successfully prosecuted.

Glossary

Birthright: A particular right of possession or privilege one has from birth.
Sexual Harassment:  Behaviour by an individual or group, which is sexual in nature, that  
 makes the target feel distressed, intimidated or offended.
Quid pro quo: A favour or advantage granted or expected in return for something.
Maputo Protocol: The Protocol to the African Charter on Human and Peoples’ Rights on  
 the Rights of Women in Africa, better known as the Maputo Protocol, is an 
 international human rights instrument established by the African Union that went  
 into effect in 2005.
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Introductory Background
 Sexual harassment is not something that just happens because of fleeting
circumstance or desire. Rather, in every realm of society, it is driven by imbalances in 
power. Furthermore, men tend to hold far more positions of power in all sectors of the 
social, cultural and economic spheres. Even in female-dominated fields, men are more 
likely to be supervisors, principals, and managers.  Thus, men wield more control in
discourses of power. Further to this, race and racism, culture and cultural dictates, and 
society and socialization all add another layer to systemic power imbalances.
 Studies conducted across the African continent indicate that there are no sectors 
untouched by sexual harassment, nor unaffected by its impacts. Sexual harassment 
damages the lives, health, prospects, financial independence, and opportunities of its 
victims. Not only does sexual harassment cost businesses considerable legal fees, but it 
also results in lost productivity, morale, effectiveness, and talent. Tolerating or failing to 
adequately respond to sexual harassment restricts men, women and other targets’
economic security, access to opportunity, and advancement, ultimately preserving the 
status quo and its accompanying power imbalances that drive sexual harassment in the 
first place.
 All in all, Sexual Harassment is defined as:  an individual’s behaviour, which is sexual 
in nature, that makes the target feel distressed, intimidated or offended. Such behaviours 
include but are not limited to: Sexual comments or jokes; Physical behaviour; unwelcome 
sexual advances, touching, and various forms of sexual assault - Displaying photos,
pictures, or drawings of a sexual nature - Sending messages, emails, etc. with sexual 
content.
 The objectification of women and girls has continued for several centuries. Its
persistence prompts us to investigate how best state parties can protect everyone from 
these such violations. In many cultures, men are brought up to believe that behaviour 
which we now consider as sexual harassment is their birthright . To assert this right, some 
men seek to threaten women or emphasise their subordinate status while others seek to 
protest women's presence in the workplace. In contrast, other men seek to entertain 
themselves in a manner considered acceptable in many men's private lives or all-male 
environments; in turn, women have been conditioned to accept these harassments as 
inevitable despite the effects upon them. This paper, however, does not argue that 
women are the only victims of sexual harassment, but it must be noted that studies have 
shown that women are disproportionately impacted by sexual harassment. These acts of 
harassment have continued to be perpetrated with impunity even in countries where 
laws against discrimination and sexual harassment laws have been enacted or ratified.  
 The persistence of sexual harassment thus requires us to reinvent laws to ensure 

that laws protect everyone from ever experiencing sexual harassment. Consequently, in 
this paper, we will frame sexual harassment from a human rights perspective, discuss the 
national and regional frameworks, examine statistics from a research survey, and issue a 
call to action for the elimination of sexual harassment.

National Legal Framework for Sexual Harassment
 In Cameroon, Section 302 of the Penal Code defines sexual harassment as:  
 

 However, this discussion focuses 
on just one definition of what sexual 
harassment is. Sexual harassment 
cases fall into two broad and 
sometimes overlapping categories: 
quid pro quo harassment, in which the 
victim suffers an economic deprivation 
as the direct result of refusing the 
sexual advances of her supervisor; and 
hostile environment harassment, in 
which the victim endures various sorts 
of abuse of a sexually-charged nature 
from either a supervisor or co-workers. 
 Quid pro quo or “this for that” 

(“this” is the sex and “that” is the benefit)  is when someone in a position of authority, such 
as a teacher, supervisor, or employer conditions promotion/success/job-related
consequences on obtaining sexual favours. Should the person being harassed refuse to 
surrender to such a request, they face the risk of losing the benefits that were to follow.  In 
this case, and for the act to be considered as sexual harassment, it has to be explicitly or 
implicitly clear that further employment/promotion/success is contingent on the 
submission of the individual being harassed. Therefore, it has to be clear that accepting or 
denying such advances will be the basis for which decision affecting the individual will be 
made.  
 Hostile environment sexual harassment is when the harassment impacts work

performance or creates an intimidating, hostile, or offensive working environment for the 
person who is being harassed.  While this definition might be highly contested, its preva-
lence cannot be ignored. The argument here is how do we evaluate what an offensive, 
hostile or intimidating environment is? However, it is our position that for an environment 
to be hostile, it has to affect the individual either physically or psychologically. 
 Cameroon has ratified several international human rights treaties, and Article 45 of 
the constitution of Cameroon prescribes that duly approved or ratified treaties and
international agreements shall, following the publication, override national laws, provided 
the other party implements the said treaty or agreement. Cameroon is therefore obliged 
to provide the necessary legal and administrative framework to ensure that sexual 
harassment is eliminated or punished under the obligations discussed below.

International Definition of Sexual Harassment
 Most of the forms of sexual harassment that people face are unwelcome sexual 
advances and sex-based discrimination. Sexual harassment constitutes discrimination 
based on sex. The 1948 Universal Declaration of Human Rights, the International Covenant 
on Civil and Political Rights, the International Convention on Economic, Social and Cultural 
Rights, and the 1979 Convention on the Elimination of All Forms of Discrimination Against 
Women (CEDAW) have each denounced the forms of discrimination that women face. 
Sexual harassment is the disrespect of the principle of equal treatment with regards to 
access to employment and promotion, which includes sexual blackmail (as is the case in 
schools where marks are traded for sex).

General Recommendation 19 of the CEDAW Committee defines 
sexual harassment as: 

 
 Sexual harassment includes such unwelcome sexually determined behaviour as physical contact and 

advances, sexually coloured remarks, showing pornography and sexual demands, whether by words or actions. 
Such conduct can be humiliating and may constitute a health and safety problem; it is discriminatory when the 

woman has reasonable grounds to believe that her objection would disadvantage her in connection with her 
employment, including recruitment or promotion, or when it creates a hostile working environment. 

 
General Recommendation 19 of the CEDAW Committee recognises sexual harassment as 
gender-specific violence under the convention. The Committee notes that sexual harass-
ment occurs at places of employment and constitute a hostile work
environment for which there should be claims. 

Regional Definition of Sexual Harassment
 In Africa, the Maputo Protocol is outstanding in its articulation of sexual harassment. 
While Article 2(1) calls on states to ensure the elimination of all forms of discrimination 
that women and girls face, it also gives specific prescription as to how to protect women 
and girls from further harassment.
 
 Article 12 (1c) of the Maputo Protocol on the right to education and training calls on states to protect 

women, especially the girl-child from all forms of abuse, including sexual harassment in schools and other 
educational institutions and provide for sanctions against the perpetrators of such practices

 Article 12 (1d) also calls on 

states to provide access to counselling and rehabilitation services to women who 
suffer abuses and sexual harassment.

 Article 13 (c) 

ensure transparency in recruitment, promotion and dismissal of women and combat
and punish sexual harassment in the workplace;

 The Maputo Protocol is the only human rights document to recognise the need to 
eliminate sexual harassment in schools. It is also progressive in that it requires states to 
ensure that both public and private institutions set out a clear procedure in employment 
and promotion standards, thereby eliminating the possibility of quid pro quo harassment. 
If and when sexual harassment consequently happens, the Maputo Protocols requires 
that rehabilitation services be made available. 

Section 295 - Private indecency 
 Whoever in any place notwithstanding that it may not be open to the public 
commits an indecent act in the presence of any person of either sex and without his 
consent shall be punished with imprisonment from 15 days to 2 years or with fine from 
CFAF 10000 to CFAF 100000.
Section 81 (1) of Law N° 2010/012 of 21 December 2010 relating to cybersecurity and 
cybercriminal in Cameroon makes it criminal for any adult to use an electronic 
communication network or information system to make sexual proposals to minors 
below 15 years old or to a person having the features of a minor. The penalty shall be 
double the penalties stipulated in section 295 of the Penal Code. The penalty is doubled 
when an electronic communication devises was used. This is very important to the sexual 
harassment discussion as many things, adolescents are harassed online by their peers 
and other adults. 
 Section 296 - Rape Whoever by force or moral ascendency compels any person 
whether above or below the age of puberty to have sexual intercourse with him shall be 
punished with imprisonment for from 5 to 10 years.

Survey Rationale and Justification
 Sexual harassment is fuelled in part by the stories we tell ourselves and the 
narratives that we choose to believe. Many organisations are often driven to protect 
perceived high performers, superstars, creative geniuses, and other societal influencers 
at all costs. This is often driven by the belief that success, innovation, or survival is 
dependent on that one person, regardless of their behaviour. Narratives around the 
so-called “ideal worker” perpetuate a gender-harassing power dynamic rooted in the 
belief that women and others who do not conform to these traditional norms do not 
belong and cannot compete in the work or social world, and that men do not belong in 
caregiving. 
 These damaging mythologies not only drive rampant sexual harassment, but also 
foster abusive and toxic cultures that silence, undermine, and waste the talents and 
potential of many people. Denial - thinking that sexual harassment does not happen in, 
say, female-dominated environments, or that organisations have already eliminated it, is 
another dominant false narrative that provides fertile ground for sexual harassment to 
thrive.
 There are underlying patterns for sexual harassment, but those patterns do not 
capture the variations in experience by different groups of people in diverse contexts. 
Women of lower status and young girls are the most common targets of sexual 
harassment by perpetrators, who are typically men of higher status. However, sexual 
harassment in the workplace is by no means limited to this dynamic. Men, particularly 
those who do not conform to traditionally masculine norms, such as LGBTQ and 
gender-nonconforming individuals as well as others who are seen as outsiders, can be 
targeted. Women can be harassers as well.

Methodological Approach
 An online survey targeting children from the age of 10 to adults aged 60+ years was 
used. The rationale behind this clustering of targets was that at very tender ages, children 
are at risk of being sexually harassed by their parents, friends, caregivers, teachers and 
even strangers. At the teen and youth level, there are aspects of peer pressure that are 
intensified with regards to exposure to sexual content in online and offline spaces that 
directly concern sexual harassment. For those who are 35+ years, there are also unique 
components of sexual harassment that take place at places of business and work. Thus, it 
is clear that sexual harassment takes different forms in different contexts contingent on 
factors such as age level and class. 
 To this effect, a tool was developed on the SurveyPlanet platform with particular 
questions focused on understanding the case of sexual harassment in the context of 
Cameroon, and how it affects different persons based on factors such as social status, 
age, culture, and education level, among others. The survey ran for a period of 06 weeks. 
Besides the online survey, physical group discussions and informant interviews were 

administered to triangulate with the online findings. The results, which were analysed 
completely anonymously, will be used to    tackle core problems through the following 
strategies:
• Work with education institutions to develop Sexual Harassment Policies, 
• Advocate for the development of a Sexual Harassment Policy in business and 
workplace 
• Support government departments, organisations, education institutions and 
business enterprises to develop service charters that advocate against Sexual 
Harassment.
• Map capacity enhancement opportunities for different spaces where Sexual 
Harassment is prevalent

Ethical Standards 
 In order to guarantee that the ethical provisions in place and practised for research 
were adhered to and put into effect while engaging respondents during the survey 
process and to ensure that the process was beyond reproach, there was a deliberate 
action to ensure that the process frontloads documentation and reporting as a critical 
action.
 However, to ensure that the documentation aspect does not supersede the cultural, 
religious and social priorities of the respondents in question, the process ensured that the 
introduction to the survey made it clear that completing the survey was optional and one 
was at liberty to opt-out of questions that they considered infringing. 
 Lastly and most importantly, as the primary target category, the survey leads 
ensured that all protocols are observed on engagement with children (where applicable) 
in terms of security, confidentiality and their ownership and consent. Information gathered 
therein was not to be shared with any third party in any form without the prior written 
approval of a duly authorised person.

SURVEY QUESTIONS
Qstn.1; What is your  gender?

Qstn.2; Which town do you live in?
Of the total number of respondents, which stood at 415 individuals, 309 respondents were 
from the Buea area whilst 106 were from other areas. There were two responses from 
Nairobi, Kenya. Kindly study the annexure for raw data on the respondents’ locations.

Qstn.3; How old are you?

 

Qstn. 4; What faith group would you say you belong to?

 

Qstn. 5; Have you ever experienced sexual harassment?

Qstn. 6; How often has this happened to you? (you can tick more than one)

 

Qstn. 7; What type(s) of sexual harassment have you experienced? (you can tick more 
than one)

 

Qstn. 8; Please rate the following situations of harassment, as common and rare accord-
ing to your knowledge/ experience. (1=Rare, 2=Common, 3=Very Common)
 

 
Qstn. 9; Please rate the following situations of harassment, in terms of severity as felt by 
you. (1= Rare, 2= Common, 3 = Very Common)
Scoring
 

Qstn. 10 How did the situation make you feel? (you can tick more than one)

 

Qstn. 11 Where did this happen to you? (you can tick more than one)

                                                                                 

Qstn. 12 Did this happen in the city you live in? If no, please tell us where in the space 
provided
 

Qstn. 13 Who did this to you?
                                                                               

Qstn. 14 Did you feel you needed support or help with this?
 

Qstn. 15 If yes, did you get the support you needed?

 

Qstn. 16 Who supported you? (you can tick more than one)

 

Qstn. 17 Do you feel you have been pushed or forced to do anything differently because 
of your experience of sexual harassment? (e.g not walk a certain route, change of dress 
etc.)

Based on those who said the harassment changed them, said this experienced
according to them made them to;

RECOMMENDATIONS AND STRATEGIES TO ADDRESS SEXUAL
HARASSMENT IN SCHOOLS/UNIVERSITIES

1. Policies and Procedures
All educational institutions are required to maintain a sexual harassment policy that 
dictates procedures to be followed when dealing with a sexual harassment complaint. 
This must be accompanied by information about domestic laws that complement the 
sexual harassment policy. These policies, in connection with domestic laws, will serve as 
guides for students and school administrators, teachers, counsellors and parents to 
safeguard students from peer to peer sexual harassment as well as sexual harassment 
by school officials or representatives.

2. Appointment of Designated Counsellors
Victims of sexual harassment can experience physical and psychological disorders. It is, 
therefore, the school’s responsibility to designate a qualified (licensed), safe, trusted, 
caring, and approachable counsellor to provide support and guidance to victims of 
sexual harassment. The counsellor would focus on providing guidance to the victims of 
sexual harassment, with the time, space, and autonomy needed, but at the same time 
being mindful of the fact that the school administrators need to be involved, as well as 
parents (especially in the case of minors). The school counsellor’s strategy in dealing with 
cases of sexual harassment could include: 
• collecting information;
• providing counselling services for victims;
• conducting an evaluation; and
• follow-up strategies.

3. Awareness Sessions for Students
 “I had to apply for my job location to be changed without stating

  clearly my reasons because she was my Boss”
Awareness sessions should be held with students to give them an overview of sexual 
harassment and how to recognise all forms of sexual harassment. Students must be 
taught the difference between friendly teasing and bullying as well as the difference 
between flirting and harassment. Behaviour expectations must be clearly defined and 
explained, and fair and consistent consequences need to be outlined and reinforced.  
 These sessions will equally serve as a platform to survey the students, in order to 
determine the levels of understanding of the subject matter and identify gaps in 
knowledge which will be bridged during the sessions. The sessions will be characterised 

by presentations from experts in the field and an opportunity for questions and answers. 
Discussions should focus on the following key topics:
• What is sexual harassment? 
• Why do some people behave in this way? 
• Why is it a problem? 
• How can it be addressed?
• What can you do if you are sexually harassed?

4.Training and Planning Meetings for School Representatives and/or 
Administrators
It is particularly essential that a meeting convening school representatives/administrator, 
counsellors, and nurses should be designed.
This meeting is designed to review all documents containing any reference to sexual 
harassment such as the school’s sexual harassment policies, procedures and sanctions 
contained in employee and student handbooks, and the national and international laws 
regarding sexual harassment. Moreover, the meeting will be used as a platform to raise 
awareness about the prevalence of sexual harassment among students (peer-to-peer 
and harassment by school officials or representatives) and the legal issues and 
implications.

5. School Curriculum
 It is especially important to integrate the subject of sexual harassment into the 
curriculum and make the discussions engaging, ongoing and age-appropriate. This will 
provide students with information about sexual harassment in order to reduce the inci-
dence of sexual harassment, encourage victims of sexual harassment to get help by 
reporting to adults, promote respectful behaviours with peers, and in general help those 
who experience sexual harassment.
 Because sexual violence occurs in a broader context that can include many forms 
of sexual violence, it is equally important to include the subject of sexual and gender 
violence into the school curriculum.
 Moreover, an introductory lesson appropriate for early primary and upper primary 
grades should be developed. The language used will be different from the language 
used when dealing with students in high school or university, especially considering many 
might not have heard of sex, or might have heard about sex and relationships from their 
peers or the internet.

6. Parent Involvement
 “I no longer speak to my uncles and some of my family members because   

 rather than doing me justice they told me to keep quiet and safe the family name”.

Getting parents involved is crucial in tackling sexual harassment within educational 
institutions, especially in the case of minors. It is therefore vital that parents are educated 
about sexual harassment and its harmful effects in order to help them identify 
harassment and respond appropriately. When harassment occurs, the family of the 
victim needs to be informed of the details so that the emotional and developmental 
needs of the victim can be addressed. The family of the perpetrators, when it comes to 
peer-to-peer sexual harassment, should equally be informed, and their involvement may 
be needed to avoid long-term emotional damage and to modify inappropriate 
behaviour.
 
7. Community Awareness
 “In my quarter, I seldom go to the store. Even if I need something so badly,  I prefer  

 substituting my need for something else”.

The subject of sexual harassment is a relatively “foreign” concept within the community in 
general. However, sexual harassment and gender violence within learning institutions is 
very prevalent and often goes unreported. This is particularly true when it relates to 
sexual harassment by school representatives or administrators. Therefore, awareness of 
this subject matter should be carried out, especially awareness wi thin the police and law 
enforcement authorities, civil society, law and policymakers, and community leaders. This 
will create an environment where victims of sexual harassment are comfortable with 
reporting such cases, and perpetrators are successfully prosecuted.

Glossary

Birthright: A particular right of possession or privilege one has from birth.
Sexual Harassment:  Behaviour by an individual or group, which is sexual in nature, that  
 makes the target feel distressed, intimidated or offended.
Quid pro quo: A favour or advantage granted or expected in return for something.
Maputo Protocol: The Protocol to the African Charter on Human and Peoples’ Rights on  
 the Rights of Women in Africa, better known as the Maputo Protocol, is an 
 international human rights instrument established by the African Union that went  
 into effect in 2005.

  

Community Centre for Integrated Development

Building Resilient Communities

iv



Introductory Background
 Sexual harassment is not something that just happens because of fleeting
circumstance or desire. Rather, in every realm of society, it is driven by imbalances in 
power. Furthermore, men tend to hold far more positions of power in all sectors of the 
social, cultural and economic spheres. Even in female-dominated fields, men are more 
likely to be supervisors, principals, and managers.  Thus, men wield more control in
discourses of power. Further to this, race and racism, culture and cultural dictates, and 
society and socialization all add another layer to systemic power imbalances.
 Studies conducted across the African continent indicate that there are no sectors 
untouched by sexual harassment, nor unaffected by its impacts. Sexual harassment 
damages the lives, health, prospects, financial independence, and opportunities of its 
victims. Not only does sexual harassment cost businesses considerable legal fees, but it 
also results in lost productivity, morale, effectiveness, and talent. Tolerating or failing to 
adequately respond to sexual harassment restricts men, women and other targets’
economic security, access to opportunity, and advancement, ultimately preserving the 
status quo and its accompanying power imbalances that drive sexual harassment in the 
first place.
 All in all, Sexual Harassment is defined as:  an individual’s behaviour, which is sexual 
in nature, that makes the target feel distressed, intimidated or offended. Such behaviours 
include but are not limited to: Sexual comments or jokes; Physical behaviour; unwelcome 
sexual advances, touching, and various forms of sexual assault - Displaying photos,
pictures, or drawings of a sexual nature - Sending messages, emails, etc. with sexual 
content.
 The objectification of women and girls has continued for several centuries. Its
persistence prompts us to investigate how best state parties can protect everyone from 
these such violations. In many cultures, men are brought up to believe that behaviour 
which we now consider as sexual harassment is their birthright . To assert this right, some 
men seek to threaten women or emphasise their subordinate status while others seek to 
protest women's presence in the workplace. In contrast, other men seek to entertain 
themselves in a manner considered acceptable in many men's private lives or all-male 
environments; in turn, women have been conditioned to accept these harassments as 
inevitable despite the effects upon them. This paper, however, does not argue that 
women are the only victims of sexual harassment, but it must be noted that studies have 
shown that women are disproportionately impacted by sexual harassment. These acts of 
harassment have continued to be perpetrated with impunity even in countries where 
laws against discrimination and sexual harassment laws have been enacted or ratified.  
 The persistence of sexual harassment thus requires us to reinvent laws to ensure 

that laws protect everyone from ever experiencing sexual harassment. Consequently, in 
this paper, we will frame sexual harassment from a human rights perspective, discuss the 
national and regional frameworks, examine statistics from a research survey, and issue a 
call to action for the elimination of sexual harassment.

National Legal Framework for Sexual Harassment
 In Cameroon, Section 302 of the Penal Code defines sexual harassment as:  
 

 However, this discussion focuses 
on just one definition of what sexual 
harassment is. Sexual harassment 
cases fall into two broad and 
sometimes overlapping categories: 
quid pro quo harassment, in which the 
victim suffers an economic deprivation 
as the direct result of refusing the 
sexual advances of her supervisor; and 
hostile environment harassment, in 
which the victim endures various sorts 
of abuse of a sexually-charged nature 
from either a supervisor or co-workers. 
 Quid pro quo or “this for that” 

(“this” is the sex and “that” is the benefit)  is when someone in a position of authority, such 
as a teacher, supervisor, or employer conditions promotion/success/job-related
consequences on obtaining sexual favours. Should the person being harassed refuse to 
surrender to such a request, they face the risk of losing the benefits that were to follow.  In 
this case, and for the act to be considered as sexual harassment, it has to be explicitly or 
implicitly clear that further employment/promotion/success is contingent on the 
submission of the individual being harassed. Therefore, it has to be clear that accepting or 
denying such advances will be the basis for which decision affecting the individual will be 
made.  
 Hostile environment sexual harassment is when the harassment impacts work

performance or creates an intimidating, hostile, or offensive working environment for the 
person who is being harassed.  While this definition might be highly contested, its preva-
lence cannot be ignored. The argument here is how do we evaluate what an offensive, 
hostile or intimidating environment is? However, it is our position that for an environment 
to be hostile, it has to affect the individual either physically or psychologically. 
 Cameroon has ratified several international human rights treaties, and Article 45 of 
the constitution of Cameroon prescribes that duly approved or ratified treaties and
international agreements shall, following the publication, override national laws, provided 
the other party implements the said treaty or agreement. Cameroon is therefore obliged 
to provide the necessary legal and administrative framework to ensure that sexual 
harassment is eliminated or punished under the obligations discussed below.

International Definition of Sexual Harassment
 Most of the forms of sexual harassment that people face are unwelcome sexual 
advances and sex-based discrimination. Sexual harassment constitutes discrimination 
based on sex. The 1948 Universal Declaration of Human Rights, the International Covenant 
on Civil and Political Rights, the International Convention on Economic, Social and Cultural 
Rights, and the 1979 Convention on the Elimination of All Forms of Discrimination Against 
Women (CEDAW) have each denounced the forms of discrimination that women face. 
Sexual harassment is the disrespect of the principle of equal treatment with regards to 
access to employment and promotion, which includes sexual blackmail (as is the case in 
schools where marks are traded for sex).

General Recommendation 19 of the CEDAW Committee defines 
sexual harassment as: 

 
 Sexual harassment includes such unwelcome sexually determined behaviour as physical contact and 

advances, sexually coloured remarks, showing pornography and sexual demands, whether by words or actions. 
Such conduct can be humiliating and may constitute a health and safety problem; it is discriminatory when the 

woman has reasonable grounds to believe that her objection would disadvantage her in connection with her 
employment, including recruitment or promotion, or when it creates a hostile working environment. 

 
General Recommendation 19 of the CEDAW Committee recognises sexual harassment as 
gender-specific violence under the convention. The Committee notes that sexual harass-
ment occurs at places of employment and constitute a hostile work
environment for which there should be claims. 

Regional Definition of Sexual Harassment
 In Africa, the Maputo Protocol is outstanding in its articulation of sexual harassment. 
While Article 2(1) calls on states to ensure the elimination of all forms of discrimination 
that women and girls face, it also gives specific prescription as to how to protect women 
and girls from further harassment.
 
 Article 12 (1c) of the Maputo Protocol on the right to education and training calls on states to protect 

women, especially the girl-child from all forms of abuse, including sexual harassment in schools and other 
educational institutions and provide for sanctions against the perpetrators of such practices

 Article 12 (1d) also calls on 

states to provide access to counselling and rehabilitation services to women who 
suffer abuses and sexual harassment.

 Article 13 (c) 

ensure transparency in recruitment, promotion and dismissal of women and combat
and punish sexual harassment in the workplace;

 The Maputo Protocol is the only human rights document to recognise the need to 
eliminate sexual harassment in schools. It is also progressive in that it requires states to 
ensure that both public and private institutions set out a clear procedure in employment 
and promotion standards, thereby eliminating the possibility of quid pro quo harassment. 
If and when sexual harassment consequently happens, the Maputo Protocols requires 
that rehabilitation services be made available. 

Section 295 - Private indecency 
 Whoever in any place notwithstanding that it may not be open to the public 
commits an indecent act in the presence of any person of either sex and without his 
consent shall be punished with imprisonment from 15 days to 2 years or with fine from 
CFAF 10000 to CFAF 100000.
Section 81 (1) of Law N° 2010/012 of 21 December 2010 relating to cybersecurity and 
cybercriminal in Cameroon makes it criminal for any adult to use an electronic 
communication network or information system to make sexual proposals to minors 
below 15 years old or to a person having the features of a minor. The penalty shall be 
double the penalties stipulated in section 295 of the Penal Code. The penalty is doubled 
when an electronic communication devises was used. This is very important to the sexual 
harassment discussion as many things, adolescents are harassed online by their peers 
and other adults. 
 Section 296 - Rape Whoever by force or moral ascendency compels any person 
whether above or below the age of puberty to have sexual intercourse with him shall be 
punished with imprisonment for from 5 to 10 years.

Survey Rationale and Justification
 Sexual harassment is fuelled in part by the stories we tell ourselves and the 
narratives that we choose to believe. Many organisations are often driven to protect 
perceived high performers, superstars, creative geniuses, and other societal influencers 
at all costs. This is often driven by the belief that success, innovation, or survival is 
dependent on that one person, regardless of their behaviour. Narratives around the 
so-called “ideal worker” perpetuate a gender-harassing power dynamic rooted in the 
belief that women and others who do not conform to these traditional norms do not 
belong and cannot compete in the work or social world, and that men do not belong in 
caregiving. 
 These damaging mythologies not only drive rampant sexual harassment, but also 
foster abusive and toxic cultures that silence, undermine, and waste the talents and 
potential of many people. Denial - thinking that sexual harassment does not happen in, 
say, female-dominated environments, or that organisations have already eliminated it, is 
another dominant false narrative that provides fertile ground for sexual harassment to 
thrive.
 There are underlying patterns for sexual harassment, but those patterns do not 
capture the variations in experience by different groups of people in diverse contexts. 
Women of lower status and young girls are the most common targets of sexual 
harassment by perpetrators, who are typically men of higher status. However, sexual 
harassment in the workplace is by no means limited to this dynamic. Men, particularly 
those who do not conform to traditionally masculine norms, such as LGBTQ and 
gender-nonconforming individuals as well as others who are seen as outsiders, can be 
targeted. Women can be harassers as well.

Methodological Approach
 An online survey targeting children from the age of 10 to adults aged 60+ years was 
used. The rationale behind this clustering of targets was that at very tender ages, children 
are at risk of being sexually harassed by their parents, friends, caregivers, teachers and 
even strangers. At the teen and youth level, there are aspects of peer pressure that are 
intensified with regards to exposure to sexual content in online and offline spaces that 
directly concern sexual harassment. For those who are 35+ years, there are also unique 
components of sexual harassment that take place at places of business and work. Thus, it 
is clear that sexual harassment takes different forms in different contexts contingent on 
factors such as age level and class. 
 To this effect, a tool was developed on the SurveyPlanet platform with particular 
questions focused on understanding the case of sexual harassment in the context of 
Cameroon, and how it affects different persons based on factors such as social status, 
age, culture, and education level, among others. The survey ran for a period of 06 weeks. 
Besides the online survey, physical group discussions and informant interviews were 

administered to triangulate with the online findings. The results, which were analysed 
completely anonymously, will be used to    tackle core problems through the following 
strategies:
• Work with education institutions to develop Sexual Harassment Policies, 
• Advocate for the development of a Sexual Harassment Policy in business and 
workplace 
• Support government departments, organisations, education institutions and 
business enterprises to develop service charters that advocate against Sexual 
Harassment.
• Map capacity enhancement opportunities for different spaces where Sexual 
Harassment is prevalent

Ethical Standards 
 In order to guarantee that the ethical provisions in place and practised for research 
were adhered to and put into effect while engaging respondents during the survey 
process and to ensure that the process was beyond reproach, there was a deliberate 
action to ensure that the process frontloads documentation and reporting as a critical 
action.
 However, to ensure that the documentation aspect does not supersede the cultural, 
religious and social priorities of the respondents in question, the process ensured that the 
introduction to the survey made it clear that completing the survey was optional and one 
was at liberty to opt-out of questions that they considered infringing. 
 Lastly and most importantly, as the primary target category, the survey leads 
ensured that all protocols are observed on engagement with children (where applicable) 
in terms of security, confidentiality and their ownership and consent. Information gathered 
therein was not to be shared with any third party in any form without the prior written 
approval of a duly authorised person.

SURVEY QUESTIONS
Qstn.1; What is your  gender?

Qstn.2; Which town do you live in?
Of the total number of respondents, which stood at 415 individuals, 309 respondents were 
from the Buea area whilst 106 were from other areas. There were two responses from 
Nairobi, Kenya. Kindly study the annexure for raw data on the respondents’ locations.

Qstn.3; How old are you?

 

Qstn. 4; What faith group would you say you belong to?

 

Qstn. 5; Have you ever experienced sexual harassment?

Qstn. 6; How often has this happened to you? (you can tick more than one)

 

Qstn. 7; What type(s) of sexual harassment have you experienced? (you can tick more 
than one)

 

Qstn. 8; Please rate the following situations of harassment, as common and rare accord-
ing to your knowledge/ experience. (1=Rare, 2=Common, 3=Very Common)
 

 
Qstn. 9; Please rate the following situations of harassment, in terms of severity as felt by 
you. (1= Rare, 2= Common, 3 = Very Common)
Scoring
 

Qstn. 10 How did the situation make you feel? (you can tick more than one)

 

Qstn. 11 Where did this happen to you? (you can tick more than one)

                                                                                 

Qstn. 12 Did this happen in the city you live in? If no, please tell us where in the space 
provided
 

Qstn. 13 Who did this to you?
                                                                               

Qstn. 14 Did you feel you needed support or help with this?
 

Qstn. 15 If yes, did you get the support you needed?

 

Qstn. 16 Who supported you? (you can tick more than one)

 

Qstn. 17 Do you feel you have been pushed or forced to do anything differently because 
of your experience of sexual harassment? (e.g not walk a certain route, change of dress 
etc.)

Based on those who said the harassment changed them, said this experienced
according to them made them to;

RECOMMENDATIONS AND STRATEGIES TO ADDRESS SEXUAL
HARASSMENT IN SCHOOLS/UNIVERSITIES

1. Policies and Procedures
All educational institutions are required to maintain a sexual harassment policy that 
dictates procedures to be followed when dealing with a sexual harassment complaint. 
This must be accompanied by information about domestic laws that complement the 
sexual harassment policy. These policies, in connection with domestic laws, will serve as 
guides for students and school administrators, teachers, counsellors and parents to 
safeguard students from peer to peer sexual harassment as well as sexual harassment 
by school officials or representatives.

2. Appointment of Designated Counsellors
Victims of sexual harassment can experience physical and psychological disorders. It is, 
therefore, the school’s responsibility to designate a qualified (licensed), safe, trusted, 
caring, and approachable counsellor to provide support and guidance to victims of 
sexual harassment. The counsellor would focus on providing guidance to the victims of 
sexual harassment, with the time, space, and autonomy needed, but at the same time 
being mindful of the fact that the school administrators need to be involved, as well as 
parents (especially in the case of minors). The school counsellor’s strategy in dealing with 
cases of sexual harassment could include: 
• collecting information;
• providing counselling services for victims;
• conducting an evaluation; and
• follow-up strategies.

3. Awareness Sessions for Students
 “I had to apply for my job location to be changed without stating

  clearly my reasons because she was my Boss”
Awareness sessions should be held with students to give them an overview of sexual 
harassment and how to recognise all forms of sexual harassment. Students must be 
taught the difference between friendly teasing and bullying as well as the difference 
between flirting and harassment. Behaviour expectations must be clearly defined and 
explained, and fair and consistent consequences need to be outlined and reinforced.  
 These sessions will equally serve as a platform to survey the students, in order to 
determine the levels of understanding of the subject matter and identify gaps in 
knowledge which will be bridged during the sessions. The sessions will be characterised 

by presentations from experts in the field and an opportunity for questions and answers. 
Discussions should focus on the following key topics:
• What is sexual harassment? 
• Why do some people behave in this way? 
• Why is it a problem? 
• How can it be addressed?
• What can you do if you are sexually harassed?

4.Training and Planning Meetings for School Representatives and/or 
Administrators
It is particularly essential that a meeting convening school representatives/administrator, 
counsellors, and nurses should be designed.
This meeting is designed to review all documents containing any reference to sexual 
harassment such as the school’s sexual harassment policies, procedures and sanctions 
contained in employee and student handbooks, and the national and international laws 
regarding sexual harassment. Moreover, the meeting will be used as a platform to raise 
awareness about the prevalence of sexual harassment among students (peer-to-peer 
and harassment by school officials or representatives) and the legal issues and 
implications.

5. School Curriculum
 It is especially important to integrate the subject of sexual harassment into the 
curriculum and make the discussions engaging, ongoing and age-appropriate. This will 
provide students with information about sexual harassment in order to reduce the inci-
dence of sexual harassment, encourage victims of sexual harassment to get help by 
reporting to adults, promote respectful behaviours with peers, and in general help those 
who experience sexual harassment.
 Because sexual violence occurs in a broader context that can include many forms 
of sexual violence, it is equally important to include the subject of sexual and gender 
violence into the school curriculum.
 Moreover, an introductory lesson appropriate for early primary and upper primary 
grades should be developed. The language used will be different from the language 
used when dealing with students in high school or university, especially considering many 
might not have heard of sex, or might have heard about sex and relationships from their 
peers or the internet.

6. Parent Involvement
 “I no longer speak to my uncles and some of my family members because   

 rather than doing me justice they told me to keep quiet and safe the family name”.

Getting parents involved is crucial in tackling sexual harassment within educational 
institutions, especially in the case of minors. It is therefore vital that parents are educated 
about sexual harassment and its harmful effects in order to help them identify 
harassment and respond appropriately. When harassment occurs, the family of the 
victim needs to be informed of the details so that the emotional and developmental 
needs of the victim can be addressed. The family of the perpetrators, when it comes to 
peer-to-peer sexual harassment, should equally be informed, and their involvement may 
be needed to avoid long-term emotional damage and to modify inappropriate 
behaviour.
 
7. Community Awareness
 “In my quarter, I seldom go to the store. Even if I need something so badly,  I prefer  

 substituting my need for something else”.

The subject of sexual harassment is a relatively “foreign” concept within the community in 
general. However, sexual harassment and gender violence within learning institutions is 
very prevalent and often goes unreported. This is particularly true when it relates to 
sexual harassment by school representatives or administrators. Therefore, awareness of 
this subject matter should be carried out, especially awareness wi thin the police and law 
enforcement authorities, civil society, law and policymakers, and community leaders. This 
will create an environment where victims of sexual harassment are comfortable with 
reporting such cases, and perpetrators are successfully prosecuted.

Glossary

Birthright: A particular right of possession or privilege one has from birth.
Sexual Harassment:  Behaviour by an individual or group, which is sexual in nature, that  
 makes the target feel distressed, intimidated or offended.
Quid pro quo: A favour or advantage granted or expected in return for something.
Maputo Protocol: The Protocol to the African Charter on Human and Peoples’ Rights on  
 the Rights of Women in Africa, better known as the Maputo Protocol, is an 
 international human rights instrument established by the African Union that went  
 into effect in 2005.
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Introductory Background
 Sexual harassment is not something that just happens because of fleeting
circumstance or desire. Rather, in every realm of society, it is driven by imbalances in 
power. Furthermore, men tend to hold far more positions of power in all sectors of the 
social, cultural and economic spheres. Even in female-dominated fields, men are more 
likely to be supervisors, principals, and managers.  Thus, men wield more control in
discourses of power. Further to this, race and racism, culture and cultural dictates, and 
society and socialization all add another layer to systemic power imbalances.
 Studies conducted across the African continent indicate that there are no sectors 
untouched by sexual harassment, nor unaffected by its impacts. Sexual harassment 
damages the lives, health, prospects, financial independence, and opportunities of its 
victims. Not only does sexual harassment cost businesses considerable legal fees, but it 
also results in lost productivity, morale, effectiveness, and talent. Tolerating or failing to 
adequately respond to sexual harassment restricts men, women and other targets’
economic security, access to opportunity, and advancement, ultimately preserving the 
status quo and its accompanying power imbalances that drive sexual harassment in the 
first place.
 All in all, Sexual Harassment is defined as:  an individual’s behaviour, which is sexual 
in nature, that makes the target feel distressed, intimidated or offended. Such behaviours 
include but are not limited to: Sexual comments or jokes; Physical behaviour; unwelcome 
sexual advances, touching, and various forms of sexual assault - Displaying photos,
pictures, or drawings of a sexual nature - Sending messages, emails, etc. with sexual 
content.
 The objectification of women and girls has continued for several centuries. Its
persistence prompts us to investigate how best state parties can protect everyone from 
these such violations. In many cultures, men are brought up to believe that behaviour 
which we now consider as sexual harassment is their birthright . To assert this right, some 
men seek to threaten women or emphasise their subordinate status while others seek to 
protest women's presence in the workplace. In contrast, other men seek to entertain 
themselves in a manner considered acceptable in many men's private lives or all-male 
environments; in turn, women have been conditioned to accept these harassments as 
inevitable despite the effects upon them. This paper, however, does not argue that 
women are the only victims of sexual harassment, but it must be noted that studies have 
shown that women are disproportionately impacted by sexual harassment. These acts of 
harassment have continued to be perpetrated with impunity even in countries where 
laws against discrimination and sexual harassment laws have been enacted or ratified.  
 The persistence of sexual harassment thus requires us to reinvent laws to ensure 

that laws protect everyone from ever experiencing sexual harassment. Consequently, in 
this paper, we will frame sexual harassment from a human rights perspective, discuss the 
national and regional frameworks, examine statistics from a research survey, and issue a 
call to action for the elimination of sexual harassment.

National Legal Framework for Sexual Harassment
 In Cameroon, Section 302 of the Penal Code defines sexual harassment as:  
 

 However, this discussion focuses 
on just one definition of what sexual 
harassment is. Sexual harassment 
cases fall into two broad and 
sometimes overlapping categories: 
quid pro quo harassment, in which the 
victim suffers an economic deprivation 
as the direct result of refusing the 
sexual advances of her supervisor; and 
hostile environment harassment, in 
which the victim endures various sorts 
of abuse of a sexually-charged nature 
from either a supervisor or co-workers. 
 Quid pro quo or “this for that” 

(“this” is the sex and “that” is the benefit)  is when someone in a position of authority, such 
as a teacher, supervisor, or employer conditions promotion/success/job-related
consequences on obtaining sexual favours. Should the person being harassed refuse to 
surrender to such a request, they face the risk of losing the benefits that were to follow.  In 
this case, and for the act to be considered as sexual harassment, it has to be explicitly or 
implicitly clear that further employment/promotion/success is contingent on the 
submission of the individual being harassed. Therefore, it has to be clear that accepting or 
denying such advances will be the basis for which decision affecting the individual will be 
made.  
 Hostile environment sexual harassment is when the harassment impacts work

performance or creates an intimidating, hostile, or offensive working environment for the 
person who is being harassed.  While this definition might be highly contested, its preva-
lence cannot be ignored. The argument here is how do we evaluate what an offensive, 
hostile or intimidating environment is? However, it is our position that for an environment 
to be hostile, it has to affect the individual either physically or psychologically. 
 Cameroon has ratified several international human rights treaties, and Article 45 of 
the constitution of Cameroon prescribes that duly approved or ratified treaties and
international agreements shall, following the publication, override national laws, provided 
the other party implements the said treaty or agreement. Cameroon is therefore obliged 
to provide the necessary legal and administrative framework to ensure that sexual 
harassment is eliminated or punished under the obligations discussed below.

International Definition of Sexual Harassment
 Most of the forms of sexual harassment that people face are unwelcome sexual 
advances and sex-based discrimination. Sexual harassment constitutes discrimination 
based on sex. The 1948 Universal Declaration of Human Rights, the International Covenant 
on Civil and Political Rights, the International Convention on Economic, Social and Cultural 
Rights, and the 1979 Convention on the Elimination of All Forms of Discrimination Against 
Women (CEDAW) have each denounced the forms of discrimination that women face. 
Sexual harassment is the disrespect of the principle of equal treatment with regards to 
access to employment and promotion, which includes sexual blackmail (as is the case in 
schools where marks are traded for sex).

General Recommendation 19 of the CEDAW Committee defines 
sexual harassment as: 

 
 Sexual harassment includes such unwelcome sexually determined behaviour as physical contact and 

advances, sexually coloured remarks, showing pornography and sexual demands, whether by words or actions. 
Such conduct can be humiliating and may constitute a health and safety problem; it is discriminatory when the 

woman has reasonable grounds to believe that her objection would disadvantage her in connection with her 
employment, including recruitment or promotion, or when it creates a hostile working environment. 

 
General Recommendation 19 of the CEDAW Committee recognises sexual harassment as 
gender-specific violence under the convention. The Committee notes that sexual harass-
ment occurs at places of employment and constitute a hostile work
environment for which there should be claims. 

Regional Definition of Sexual Harassment
 In Africa, the Maputo Protocol is outstanding in its articulation of sexual harassment. 
While Article 2(1) calls on states to ensure the elimination of all forms of discrimination 
that women and girls face, it also gives specific prescription as to how to protect women 
and girls from further harassment.
 
 Article 12 (1c) of the Maputo Protocol on the right to education and training calls on states to protect 

women, especially the girl-child from all forms of abuse, including sexual harassment in schools and other 
educational institutions and provide for sanctions against the perpetrators of such practices

 Article 12 (1d) also calls on 

states to provide access to counselling and rehabilitation services to women who 
suffer abuses and sexual harassment.

 Article 13 (c) 

ensure transparency in recruitment, promotion and dismissal of women and combat
and punish sexual harassment in the workplace;

 The Maputo Protocol is the only human rights document to recognise the need to 
eliminate sexual harassment in schools. It is also progressive in that it requires states to 
ensure that both public and private institutions set out a clear procedure in employment 
and promotion standards, thereby eliminating the possibility of quid pro quo harassment. 
If and when sexual harassment consequently happens, the Maputo Protocols requires 
that rehabilitation services be made available. 

Section 295 - Private indecency 
 Whoever in any place notwithstanding that it may not be open to the public 
commits an indecent act in the presence of any person of either sex and without his 
consent shall be punished with imprisonment from 15 days to 2 years or with fine from 
CFAF 10000 to CFAF 100000.
Section 81 (1) of Law N° 2010/012 of 21 December 2010 relating to cybersecurity and 
cybercriminal in Cameroon makes it criminal for any adult to use an electronic 
communication network or information system to make sexual proposals to minors 
below 15 years old or to a person having the features of a minor. The penalty shall be 
double the penalties stipulated in section 295 of the Penal Code. The penalty is doubled 
when an electronic communication devises was used. This is very important to the sexual 
harassment discussion as many things, adolescents are harassed online by their peers 
and other adults. 
 Section 296 - Rape Whoever by force or moral ascendency compels any person 
whether above or below the age of puberty to have sexual intercourse with him shall be 
punished with imprisonment for from 5 to 10 years.

Survey Rationale and Justification
 Sexual harassment is fuelled in part by the stories we tell ourselves and the 
narratives that we choose to believe. Many organisations are often driven to protect 
perceived high performers, superstars, creative geniuses, and other societal influencers 
at all costs. This is often driven by the belief that success, innovation, or survival is 
dependent on that one person, regardless of their behaviour. Narratives around the 
so-called “ideal worker” perpetuate a gender-harassing power dynamic rooted in the 
belief that women and others who do not conform to these traditional norms do not 
belong and cannot compete in the work or social world, and that men do not belong in 
caregiving. 
 These damaging mythologies not only drive rampant sexual harassment, but also 
foster abusive and toxic cultures that silence, undermine, and waste the talents and 
potential of many people. Denial - thinking that sexual harassment does not happen in, 
say, female-dominated environments, or that organisations have already eliminated it, is 
another dominant false narrative that provides fertile ground for sexual harassment to 
thrive.
 There are underlying patterns for sexual harassment, but those patterns do not 
capture the variations in experience by different groups of people in diverse contexts. 
Women of lower status and young girls are the most common targets of sexual 
harassment by perpetrators, who are typically men of higher status. However, sexual 
harassment in the workplace is by no means limited to this dynamic. Men, particularly 
those who do not conform to traditionally masculine norms, such as LGBTQ and 
gender-nonconforming individuals as well as others who are seen as outsiders, can be 
targeted. Women can be harassers as well.

Methodological Approach
 An online survey targeting children from the age of 10 to adults aged 60+ years was 
used. The rationale behind this clustering of targets was that at very tender ages, children 
are at risk of being sexually harassed by their parents, friends, caregivers, teachers and 
even strangers. At the teen and youth level, there are aspects of peer pressure that are 
intensified with regards to exposure to sexual content in online and offline spaces that 
directly concern sexual harassment. For those who are 35+ years, there are also unique 
components of sexual harassment that take place at places of business and work. Thus, it 
is clear that sexual harassment takes different forms in different contexts contingent on 
factors such as age level and class. 
 To this effect, a tool was developed on the SurveyPlanet platform with particular 
questions focused on understanding the case of sexual harassment in the context of 
Cameroon, and how it affects different persons based on factors such as social status, 
age, culture, and education level, among others. The survey ran for a period of 06 weeks. 
Besides the online survey, physical group discussions and informant interviews were 

administered to triangulate with the online findings. The results, which were analysed 
completely anonymously, will be used to    tackle core problems through the following 
strategies:
• Work with education institutions to develop Sexual Harassment Policies, 
• Advocate for the development of a Sexual Harassment Policy in business and 
workplace 
• Support government departments, organisations, education institutions and 
business enterprises to develop service charters that advocate against Sexual 
Harassment.
• Map capacity enhancement opportunities for different spaces where Sexual 
Harassment is prevalent

Ethical Standards 
 In order to guarantee that the ethical provisions in place and practised for research 
were adhered to and put into effect while engaging respondents during the survey 
process and to ensure that the process was beyond reproach, there was a deliberate 
action to ensure that the process frontloads documentation and reporting as a critical 
action.
 However, to ensure that the documentation aspect does not supersede the cultural, 
religious and social priorities of the respondents in question, the process ensured that the 
introduction to the survey made it clear that completing the survey was optional and one 
was at liberty to opt-out of questions that they considered infringing. 
 Lastly and most importantly, as the primary target category, the survey leads 
ensured that all protocols are observed on engagement with children (where applicable) 
in terms of security, confidentiality and their ownership and consent. Information gathered 
therein was not to be shared with any third party in any form without the prior written 
approval of a duly authorised person.

SURVEY QUESTIONS
Qstn.1; What is your  gender?

Qstn.2; Which town do you live in?
Of the total number of respondents, which stood at 415 individuals, 309 respondents were 
from the Buea area whilst 106 were from other areas. There were two responses from 
Nairobi, Kenya. Kindly study the annexure for raw data on the respondents’ locations.

Qstn.3; How old are you?

 

Qstn. 4; What faith group would you say you belong to?

 

Qstn. 5; Have you ever experienced sexual harassment?

Qstn. 6; How often has this happened to you? (you can tick more than one)

 

Qstn. 7; What type(s) of sexual harassment have you experienced? (you can tick more 
than one)

 

Qstn. 8; Please rate the following situations of harassment, as common and rare accord-
ing to your knowledge/ experience. (1=Rare, 2=Common, 3=Very Common)
 

 
Qstn. 9; Please rate the following situations of harassment, in terms of severity as felt by 
you. (1= Rare, 2= Common, 3 = Very Common)
Scoring
 

Qstn. 10 How did the situation make you feel? (you can tick more than one)

 

Qstn. 11 Where did this happen to you? (you can tick more than one)

                                                                                 

Qstn. 12 Did this happen in the city you live in? If no, please tell us where in the space 
provided
 

Qstn. 13 Who did this to you?
                                                                               

Qstn. 14 Did you feel you needed support or help with this?
 

Qstn. 15 If yes, did you get the support you needed?

 

Qstn. 16 Who supported you? (you can tick more than one)

 

Qstn. 17 Do you feel you have been pushed or forced to do anything differently because 
of your experience of sexual harassment? (e.g not walk a certain route, change of dress 
etc.)

Based on those who said the harassment changed them, said this experienced
according to them made them to;

RECOMMENDATIONS AND STRATEGIES TO ADDRESS SEXUAL
HARASSMENT IN SCHOOLS/UNIVERSITIES

1. Policies and Procedures
All educational institutions are required to maintain a sexual harassment policy that 
dictates procedures to be followed when dealing with a sexual harassment complaint. 
This must be accompanied by information about domestic laws that complement the 
sexual harassment policy. These policies, in connection with domestic laws, will serve as 
guides for students and school administrators, teachers, counsellors and parents to 
safeguard students from peer to peer sexual harassment as well as sexual harassment 
by school officials or representatives.

2. Appointment of Designated Counsellors
Victims of sexual harassment can experience physical and psychological disorders. It is, 
therefore, the school’s responsibility to designate a qualified (licensed), safe, trusted, 
caring, and approachable counsellor to provide support and guidance to victims of 
sexual harassment. The counsellor would focus on providing guidance to the victims of 
sexual harassment, with the time, space, and autonomy needed, but at the same time 
being mindful of the fact that the school administrators need to be involved, as well as 
parents (especially in the case of minors). The school counsellor’s strategy in dealing with 
cases of sexual harassment could include: 
• collecting information;
• providing counselling services for victims;
• conducting an evaluation; and
• follow-up strategies.

3. Awareness Sessions for Students
 “I had to apply for my job location to be changed without stating

  clearly my reasons because she was my Boss”
Awareness sessions should be held with students to give them an overview of sexual 
harassment and how to recognise all forms of sexual harassment. Students must be 
taught the difference between friendly teasing and bullying as well as the difference 
between flirting and harassment. Behaviour expectations must be clearly defined and 
explained, and fair and consistent consequences need to be outlined and reinforced.  
 These sessions will equally serve as a platform to survey the students, in order to 
determine the levels of understanding of the subject matter and identify gaps in 
knowledge which will be bridged during the sessions. The sessions will be characterised 

by presentations from experts in the field and an opportunity for questions and answers. 
Discussions should focus on the following key topics:
• What is sexual harassment? 
• Why do some people behave in this way? 
• Why is it a problem? 
• How can it be addressed?
• What can you do if you are sexually harassed?

4.Training and Planning Meetings for School Representatives and/or 
Administrators
It is particularly essential that a meeting convening school representatives/administrator, 
counsellors, and nurses should be designed.
This meeting is designed to review all documents containing any reference to sexual 
harassment such as the school’s sexual harassment policies, procedures and sanctions 
contained in employee and student handbooks, and the national and international laws 
regarding sexual harassment. Moreover, the meeting will be used as a platform to raise 
awareness about the prevalence of sexual harassment among students (peer-to-peer 
and harassment by school officials or representatives) and the legal issues and 
implications.

5. School Curriculum
 It is especially important to integrate the subject of sexual harassment into the 
curriculum and make the discussions engaging, ongoing and age-appropriate. This will 
provide students with information about sexual harassment in order to reduce the inci-
dence of sexual harassment, encourage victims of sexual harassment to get help by 
reporting to adults, promote respectful behaviours with peers, and in general help those 
who experience sexual harassment.
 Because sexual violence occurs in a broader context that can include many forms 
of sexual violence, it is equally important to include the subject of sexual and gender 
violence into the school curriculum.
 Moreover, an introductory lesson appropriate for early primary and upper primary 
grades should be developed. The language used will be different from the language 
used when dealing with students in high school or university, especially considering many 
might not have heard of sex, or might have heard about sex and relationships from their 
peers or the internet.

6. Parent Involvement
 “I no longer speak to my uncles and some of my family members because   

 rather than doing me justice they told me to keep quiet and safe the family name”.

Getting parents involved is crucial in tackling sexual harassment within educational 
institutions, especially in the case of minors. It is therefore vital that parents are educated 
about sexual harassment and its harmful effects in order to help them identify 
harassment and respond appropriately. When harassment occurs, the family of the 
victim needs to be informed of the details so that the emotional and developmental 
needs of the victim can be addressed. The family of the perpetrators, when it comes to 
peer-to-peer sexual harassment, should equally be informed, and their involvement may 
be needed to avoid long-term emotional damage and to modify inappropriate 
behaviour.
 
7. Community Awareness
 “In my quarter, I seldom go to the store. Even if I need something so badly,  I prefer  

 substituting my need for something else”.

The subject of sexual harassment is a relatively “foreign” concept within the community in 
general. However, sexual harassment and gender violence within learning institutions is 
very prevalent and often goes unreported. This is particularly true when it relates to 
sexual harassment by school representatives or administrators. Therefore, awareness of 
this subject matter should be carried out, especially awareness wi thin the police and law 
enforcement authorities, civil society, law and policymakers, and community leaders. This 
will create an environment where victims of sexual harassment are comfortable with 
reporting such cases, and perpetrators are successfully prosecuted.

Glossary

Birthright: A particular right of possession or privilege one has from birth.
Sexual Harassment:  Behaviour by an individual or group, which is sexual in nature, that  
 makes the target feel distressed, intimidated or offended.
Quid pro quo: A favour or advantage granted or expected in return for something.
Maputo Protocol: The Protocol to the African Charter on Human and Peoples’ Rights on  
 the Rights of Women in Africa, better known as the Maputo Protocol, is an 
 international human rights instrument established by the African Union that went  
 into effect in 2005.
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Introductory Background
 Sexual harassment is not something that just happens because of fleeting
circumstance or desire. Rather, in every realm of society, it is driven by imbalances in 
power. Furthermore, men tend to hold far more positions of power in all sectors of the 
social, cultural and economic spheres. Even in female-dominated fields, men are more 
likely to be supervisors, principals, and managers.  Thus, men wield more control in
discourses of power. Further to this, race and racism, culture and cultural dictates, and 
society and socialization all add another layer to systemic power imbalances.
 Studies conducted across the African continent indicate that there are no sectors 
untouched by sexual harassment, nor unaffected by its impacts. Sexual harassment 
damages the lives, health, prospects, financial independence, and opportunities of its 
victims. Not only does sexual harassment cost businesses considerable legal fees, but it 
also results in lost productivity, morale, effectiveness, and talent. Tolerating or failing to 
adequately respond to sexual harassment restricts men, women and other targets’
economic security, access to opportunity, and advancement, ultimately preserving the 
status quo and its accompanying power imbalances that drive sexual harassment in the 
first place.
 All in all, Sexual Harassment is defined as:  an individual’s behaviour, which is sexual 
in nature, that makes the target feel distressed, intimidated or offended. Such behaviours 
include but are not limited to: Sexual comments or jokes; Physical behaviour; unwelcome 
sexual advances, touching, and various forms of sexual assault - Displaying photos,
pictures, or drawings of a sexual nature - Sending messages, emails, etc. with sexual 
content.
 The objectification of women and girls has continued for several centuries. Its
persistence prompts us to investigate how best state parties can protect everyone from 
these such violations. In many cultures, men are brought up to believe that behaviour 
which we now consider as sexual harassment is their birthright . To assert this right, some 
men seek to threaten women or emphasise their subordinate status while others seek to 
protest women's presence in the workplace. In contrast, other men seek to entertain 
themselves in a manner considered acceptable in many men's private lives or all-male 
environments; in turn, women have been conditioned to accept these harassments as 
inevitable despite the effects upon them. This paper, however, does not argue that 
women are the only victims of sexual harassment, but it must be noted that studies have 
shown that women are disproportionately impacted by sexual harassment. These acts of 
harassment have continued to be perpetrated with impunity even in countries where 
laws against discrimination and sexual harassment laws have been enacted or ratified.  
 The persistence of sexual harassment thus requires us to reinvent laws to ensure 

that laws protect everyone from ever experiencing sexual harassment. Consequently, in 
this paper, we will frame sexual harassment from a human rights perspective, discuss the 
national and regional frameworks, examine statistics from a research survey, and issue a 
call to action for the elimination of sexual harassment.

National Legal Framework for Sexual Harassment
 In Cameroon, Section 302 of the Penal Code defines sexual harassment as:  
 

 However, this discussion focuses 
on just one definition of what sexual 
harassment is. Sexual harassment 
cases fall into two broad and 
sometimes overlapping categories: 
quid pro quo harassment, in which the 
victim suffers an economic deprivation 
as the direct result of refusing the 
sexual advances of her supervisor; and 
hostile environment harassment, in 
which the victim endures various sorts 
of abuse of a sexually-charged nature 
from either a supervisor or co-workers. 
 Quid pro quo or “this for that” 

(“this” is the sex and “that” is the benefit)  is when someone in a position of authority, such 
as a teacher, supervisor, or employer conditions promotion/success/job-related
consequences on obtaining sexual favours. Should the person being harassed refuse to 
surrender to such a request, they face the risk of losing the benefits that were to follow.  In 
this case, and for the act to be considered as sexual harassment, it has to be explicitly or 
implicitly clear that further employment/promotion/success is contingent on the 
submission of the individual being harassed. Therefore, it has to be clear that accepting or 
denying such advances will be the basis for which decision affecting the individual will be 
made.  
 Hostile environment sexual harassment is when the harassment impacts work

performance or creates an intimidating, hostile, or offensive working environment for the 
person who is being harassed.  While this definition might be highly contested, its preva-
lence cannot be ignored. The argument here is how do we evaluate what an offensive, 
hostile or intimidating environment is? However, it is our position that for an environment 
to be hostile, it has to affect the individual either physically or psychologically. 
 Cameroon has ratified several international human rights treaties, and Article 45 of 
the constitution of Cameroon prescribes that duly approved or ratified treaties and
international agreements shall, following the publication, override national laws, provided 
the other party implements the said treaty or agreement. Cameroon is therefore obliged 
to provide the necessary legal and administrative framework to ensure that sexual 
harassment is eliminated or punished under the obligations discussed below.

International Definition of Sexual Harassment
 Most of the forms of sexual harassment that people face are unwelcome sexual 
advances and sex-based discrimination. Sexual harassment constitutes discrimination 
based on sex. The 1948 Universal Declaration of Human Rights, the International Covenant 
on Civil and Political Rights, the International Convention on Economic, Social and Cultural 
Rights, and the 1979 Convention on the Elimination of All Forms of Discrimination Against 
Women (CEDAW) have each denounced the forms of discrimination that women face. 
Sexual harassment is the disrespect of the principle of equal treatment with regards to 
access to employment and promotion, which includes sexual blackmail (as is the case in 
schools where marks are traded for sex).

General Recommendation 19 of the CEDAW Committee defines 
sexual harassment as: 

 
 Sexual harassment includes such unwelcome sexually determined behaviour as physical contact and 

advances, sexually coloured remarks, showing pornography and sexual demands, whether by words or actions. 
Such conduct can be humiliating and may constitute a health and safety problem; it is discriminatory when the 

woman has reasonable grounds to believe that her objection would disadvantage her in connection with her 
employment, including recruitment or promotion, or when it creates a hostile working environment. 

 
General Recommendation 19 of the CEDAW Committee recognises sexual harassment as 
gender-specific violence under the convention. The Committee notes that sexual harass-
ment occurs at places of employment and constitute a hostile work
environment for which there should be claims. 

Regional Definition of Sexual Harassment
 In Africa, the Maputo Protocol is outstanding in its articulation of sexual harassment. 
While Article 2(1) calls on states to ensure the elimination of all forms of discrimination 
that women and girls face, it also gives specific prescription as to how to protect women 
and girls from further harassment.
 
 Article 12 (1c) of the Maputo Protocol on the right to education and training calls on states to protect 

women, especially the girl-child from all forms of abuse, including sexual harassment in schools and other 
educational institutions and provide for sanctions against the perpetrators of such practices

 Article 12 (1d) also calls on 

states to provide access to counselling and rehabilitation services to women who 
suffer abuses and sexual harassment.

 Article 13 (c) 

ensure transparency in recruitment, promotion and dismissal of women and combat
and punish sexual harassment in the workplace;

 The Maputo Protocol is the only human rights document to recognise the need to 
eliminate sexual harassment in schools. It is also progressive in that it requires states to 
ensure that both public and private institutions set out a clear procedure in employment 
and promotion standards, thereby eliminating the possibility of quid pro quo harassment. 
If and when sexual harassment consequently happens, the Maputo Protocols requires 
that rehabilitation services be made available. 

Section 295 - Private indecency 
 Whoever in any place notwithstanding that it may not be open to the public 
commits an indecent act in the presence of any person of either sex and without his 
consent shall be punished with imprisonment from 15 days to 2 years or with fine from 
CFAF 10000 to CFAF 100000.
Section 81 (1) of Law N° 2010/012 of 21 December 2010 relating to cybersecurity and 
cybercriminal in Cameroon makes it criminal for any adult to use an electronic 
communication network or information system to make sexual proposals to minors 
below 15 years old or to a person having the features of a minor. The penalty shall be 
double the penalties stipulated in section 295 of the Penal Code. The penalty is doubled 
when an electronic communication devises was used. This is very important to the sexual 
harassment discussion as many things, adolescents are harassed online by their peers 
and other adults. 
 Section 296 - Rape Whoever by force or moral ascendency compels any person 
whether above or below the age of puberty to have sexual intercourse with him shall be 
punished with imprisonment for from 5 to 10 years.

Survey Rationale and Justification
 Sexual harassment is fuelled in part by the stories we tell ourselves and the 
narratives that we choose to believe. Many organisations are often driven to protect 
perceived high performers, superstars, creative geniuses, and other societal influencers 
at all costs. This is often driven by the belief that success, innovation, or survival is 
dependent on that one person, regardless of their behaviour. Narratives around the 
so-called “ideal worker” perpetuate a gender-harassing power dynamic rooted in the 
belief that women and others who do not conform to these traditional norms do not 
belong and cannot compete in the work or social world, and that men do not belong in 
caregiving. 
 These damaging mythologies not only drive rampant sexual harassment, but also 
foster abusive and toxic cultures that silence, undermine, and waste the talents and 
potential of many people. Denial - thinking that sexual harassment does not happen in, 
say, female-dominated environments, or that organisations have already eliminated it, is 
another dominant false narrative that provides fertile ground for sexual harassment to 
thrive.
 There are underlying patterns for sexual harassment, but those patterns do not 
capture the variations in experience by different groups of people in diverse contexts. 
Women of lower status and young girls are the most common targets of sexual 
harassment by perpetrators, who are typically men of higher status. However, sexual 
harassment in the workplace is by no means limited to this dynamic. Men, particularly 
those who do not conform to traditionally masculine norms, such as LGBTQ and 
gender-nonconforming individuals as well as others who are seen as outsiders, can be 
targeted. Women can be harassers as well.

Methodological Approach
 An online survey targeting children from the age of 10 to adults aged 60+ years was 
used. The rationale behind this clustering of targets was that at very tender ages, children 
are at risk of being sexually harassed by their parents, friends, caregivers, teachers and 
even strangers. At the teen and youth level, there are aspects of peer pressure that are 
intensified with regards to exposure to sexual content in online and offline spaces that 
directly concern sexual harassment. For those who are 35+ years, there are also unique 
components of sexual harassment that take place at places of business and work. Thus, it 
is clear that sexual harassment takes different forms in different contexts contingent on 
factors such as age level and class. 
 To this effect, a tool was developed on the SurveyPlanet platform with particular 
questions focused on understanding the case of sexual harassment in the context of 
Cameroon, and how it affects different persons based on factors such as social status, 
age, culture, and education level, among others. The survey ran for a period of 06 weeks. 
Besides the online survey, physical group discussions and informant interviews were 

administered to triangulate with the online findings. The results, which were analysed 
completely anonymously, will be used to    tackle core problems through the following 
strategies:
• Work with education institutions to develop Sexual Harassment Policies, 
• Advocate for the development of a Sexual Harassment Policy in business and 
workplace 
• Support government departments, organisations, education institutions and 
business enterprises to develop service charters that advocate against Sexual 
Harassment.
• Map capacity enhancement opportunities for different spaces where Sexual 
Harassment is prevalent

Ethical Standards 
 In order to guarantee that the ethical provisions in place and practised for research 
were adhered to and put into effect while engaging respondents during the survey 
process and to ensure that the process was beyond reproach, there was a deliberate 
action to ensure that the process frontloads documentation and reporting as a critical 
action.
 However, to ensure that the documentation aspect does not supersede the cultural, 
religious and social priorities of the respondents in question, the process ensured that the 
introduction to the survey made it clear that completing the survey was optional and one 
was at liberty to opt-out of questions that they considered infringing. 
 Lastly and most importantly, as the primary target category, the survey leads 
ensured that all protocols are observed on engagement with children (where applicable) 
in terms of security, confidentiality and their ownership and consent. Information gathered 
therein was not to be shared with any third party in any form without the prior written 
approval of a duly authorised person.

SURVEY QUESTIONS
Qstn.1; What is your  gender?

Qstn.2; Which town do you live in?
Of the total number of respondents, which stood at 415 individuals, 309 respondents were 
from the Buea area whilst 106 were from other areas. There were two responses from 
Nairobi, Kenya. Kindly study the annexure for raw data on the respondents’ locations.

Qstn.3; How old are you?

 

Qstn. 4; What faith group would you say you belong to?

 

Qstn. 5; Have you ever experienced sexual harassment?

Qstn. 6; How often has this happened to you? (you can tick more than one)

 

Qstn. 7; What type(s) of sexual harassment have you experienced? (you can tick more 
than one)

 

Qstn. 8; Please rate the following situations of harassment, as common and rare accord-
ing to your knowledge/ experience. (1=Rare, 2=Common, 3=Very Common)
 

 
Qstn. 9; Please rate the following situations of harassment, in terms of severity as felt by 
you. (1= Rare, 2= Common, 3 = Very Common)
Scoring
 

Qstn. 10 How did the situation make you feel? (you can tick more than one)

 

Qstn. 11 Where did this happen to you? (you can tick more than one)

                                                                                 

Qstn. 12 Did this happen in the city you live in? If no, please tell us where in the space 
provided
 

Qstn. 13 Who did this to you?
                                                                               

Qstn. 14 Did you feel you needed support or help with this?
 

Qstn. 15 If yes, did you get the support you needed?

 

Qstn. 16 Who supported you? (you can tick more than one)

 

Qstn. 17 Do you feel you have been pushed or forced to do anything differently because 
of your experience of sexual harassment? (e.g not walk a certain route, change of dress 
etc.)

Based on those who said the harassment changed them, said this experienced
according to them made them to;

RECOMMENDATIONS AND STRATEGIES TO ADDRESS SEXUAL
HARASSMENT IN SCHOOLS/UNIVERSITIES

1. Policies and Procedures
All educational institutions are required to maintain a sexual harassment policy that 
dictates procedures to be followed when dealing with a sexual harassment complaint. 
This must be accompanied by information about domestic laws that complement the 
sexual harassment policy. These policies, in connection with domestic laws, will serve as 
guides for students and school administrators, teachers, counsellors and parents to 
safeguard students from peer to peer sexual harassment as well as sexual harassment 
by school officials or representatives.

2. Appointment of Designated Counsellors
Victims of sexual harassment can experience physical and psychological disorders. It is, 
therefore, the school’s responsibility to designate a qualified (licensed), safe, trusted, 
caring, and approachable counsellor to provide support and guidance to victims of 
sexual harassment. The counsellor would focus on providing guidance to the victims of 
sexual harassment, with the time, space, and autonomy needed, but at the same time 
being mindful of the fact that the school administrators need to be involved, as well as 
parents (especially in the case of minors). The school counsellor’s strategy in dealing with 
cases of sexual harassment could include: 
• collecting information;
• providing counselling services for victims;
• conducting an evaluation; and
• follow-up strategies.

3. Awareness Sessions for Students
 “I had to apply for my job location to be changed without stating

  clearly my reasons because she was my Boss”
Awareness sessions should be held with students to give them an overview of sexual 
harassment and how to recognise all forms of sexual harassment. Students must be 
taught the difference between friendly teasing and bullying as well as the difference 
between flirting and harassment. Behaviour expectations must be clearly defined and 
explained, and fair and consistent consequences need to be outlined and reinforced.  
 These sessions will equally serve as a platform to survey the students, in order to 
determine the levels of understanding of the subject matter and identify gaps in 
knowledge which will be bridged during the sessions. The sessions will be characterised 

by presentations from experts in the field and an opportunity for questions and answers. 
Discussions should focus on the following key topics:
• What is sexual harassment? 
• Why do some people behave in this way? 
• Why is it a problem? 
• How can it be addressed?
• What can you do if you are sexually harassed?

4.Training and Planning Meetings for School Representatives and/or 
Administrators
It is particularly essential that a meeting convening school representatives/administrator, 
counsellors, and nurses should be designed.
This meeting is designed to review all documents containing any reference to sexual 
harassment such as the school’s sexual harassment policies, procedures and sanctions 
contained in employee and student handbooks, and the national and international laws 
regarding sexual harassment. Moreover, the meeting will be used as a platform to raise 
awareness about the prevalence of sexual harassment among students (peer-to-peer 
and harassment by school officials or representatives) and the legal issues and 
implications.

5. School Curriculum
 It is especially important to integrate the subject of sexual harassment into the 
curriculum and make the discussions engaging, ongoing and age-appropriate. This will 
provide students with information about sexual harassment in order to reduce the inci-
dence of sexual harassment, encourage victims of sexual harassment to get help by 
reporting to adults, promote respectful behaviours with peers, and in general help those 
who experience sexual harassment.
 Because sexual violence occurs in a broader context that can include many forms 
of sexual violence, it is equally important to include the subject of sexual and gender 
violence into the school curriculum.
 Moreover, an introductory lesson appropriate for early primary and upper primary 
grades should be developed. The language used will be different from the language 
used when dealing with students in high school or university, especially considering many 
might not have heard of sex, or might have heard about sex and relationships from their 
peers or the internet.

6. Parent Involvement
 “I no longer speak to my uncles and some of my family members because   

 rather than doing me justice they told me to keep quiet and safe the family name”.

Getting parents involved is crucial in tackling sexual harassment within educational 
institutions, especially in the case of minors. It is therefore vital that parents are educated 
about sexual harassment and its harmful effects in order to help them identify 
harassment and respond appropriately. When harassment occurs, the family of the 
victim needs to be informed of the details so that the emotional and developmental 
needs of the victim can be addressed. The family of the perpetrators, when it comes to 
peer-to-peer sexual harassment, should equally be informed, and their involvement may 
be needed to avoid long-term emotional damage and to modify inappropriate 
behaviour.
 
7. Community Awareness
 “In my quarter, I seldom go to the store. Even if I need something so badly,  I prefer  

 substituting my need for something else”.

The subject of sexual harassment is a relatively “foreign” concept within the community in 
general. However, sexual harassment and gender violence within learning institutions is 
very prevalent and often goes unreported. This is particularly true when it relates to 
sexual harassment by school representatives or administrators. Therefore, awareness of 
this subject matter should be carried out, especially awareness wi thin the police and law 
enforcement authorities, civil society, law and policymakers, and community leaders. This 
will create an environment where victims of sexual harassment are comfortable with 
reporting such cases, and perpetrators are successfully prosecuted.

Glossary

Birthright: A particular right of possession or privilege one has from birth.
Sexual Harassment:  Behaviour by an individual or group, which is sexual in nature, that  
 makes the target feel distressed, intimidated or offended.
Quid pro quo: A favour or advantage granted or expected in return for something.
Maputo Protocol: The Protocol to the African Charter on Human and Peoples’ Rights on  
 the Rights of Women in Africa, better known as the Maputo Protocol, is an 
 international human rights instrument established by the African Union that went  
 into effect in 2005.
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Introductory Background
 Sexual harassment is not something that just happens because of fleeting
circumstance or desire. Rather, in every realm of society, it is driven by imbalances in 
power. Furthermore, men tend to hold far more positions of power in all sectors of the 
social, cultural and economic spheres. Even in female-dominated fields, men are more 
likely to be supervisors, principals, and managers.  Thus, men wield more control in
discourses of power. Further to this, race and racism, culture and cultural dictates, and 
society and socialization all add another layer to systemic power imbalances.
 Studies conducted across the African continent indicate that there are no sectors 
untouched by sexual harassment, nor unaffected by its impacts. Sexual harassment 
damages the lives, health, prospects, financial independence, and opportunities of its 
victims. Not only does sexual harassment cost businesses considerable legal fees, but it 
also results in lost productivity, morale, effectiveness, and talent. Tolerating or failing to 
adequately respond to sexual harassment restricts men, women and other targets’
economic security, access to opportunity, and advancement, ultimately preserving the 
status quo and its accompanying power imbalances that drive sexual harassment in the 
first place.
 All in all, Sexual Harassment is defined as:  an individual’s behaviour, which is sexual 
in nature, that makes the target feel distressed, intimidated or offended. Such behaviours 
include but are not limited to: Sexual comments or jokes; Physical behaviour; unwelcome 
sexual advances, touching, and various forms of sexual assault - Displaying photos,
pictures, or drawings of a sexual nature - Sending messages, emails, etc. with sexual 
content.
 The objectification of women and girls has continued for several centuries. Its
persistence prompts us to investigate how best state parties can protect everyone from 
these such violations. In many cultures, men are brought up to believe that behaviour 
which we now consider as sexual harassment is their birthright . To assert this right, some 
men seek to threaten women or emphasise their subordinate status while others seek to 
protest women's presence in the workplace. In contrast, other men seek to entertain 
themselves in a manner considered acceptable in many men's private lives or all-male 
environments; in turn, women have been conditioned to accept these harassments as 
inevitable despite the effects upon them. This paper, however, does not argue that 
women are the only victims of sexual harassment, but it must be noted that studies have 
shown that women are disproportionately impacted by sexual harassment. These acts of 
harassment have continued to be perpetrated with impunity even in countries where 
laws against discrimination and sexual harassment laws have been enacted or ratified.  
 The persistence of sexual harassment thus requires us to reinvent laws to ensure 

that laws protect everyone from ever experiencing sexual harassment. Consequently, in 
this paper, we will frame sexual harassment from a human rights perspective, discuss the 
national and regional frameworks, examine statistics from a research survey, and issue a 
call to action for the elimination of sexual harassment.

National Legal Framework for Sexual Harassment
 In Cameroon, Section 302 of the Penal Code defines sexual harassment as:  
 

 However, this discussion focuses 
on just one definition of what sexual 
harassment is. Sexual harassment 
cases fall into two broad and 
sometimes overlapping categories: 
quid pro quo harassment, in which the 
victim suffers an economic deprivation 
as the direct result of refusing the 
sexual advances of her supervisor; and 
hostile environment harassment, in 
which the victim endures various sorts 
of abuse of a sexually-charged nature 
from either a supervisor or co-workers. 
 Quid pro quo or “this for that” 

(“this” is the sex and “that” is the benefit)  is when someone in a position of authority, such 
as a teacher, supervisor, or employer conditions promotion/success/job-related
consequences on obtaining sexual favours. Should the person being harassed refuse to 
surrender to such a request, they face the risk of losing the benefits that were to follow.  In 
this case, and for the act to be considered as sexual harassment, it has to be explicitly or 
implicitly clear that further employment/promotion/success is contingent on the 
submission of the individual being harassed. Therefore, it has to be clear that accepting or 
denying such advances will be the basis for which decision affecting the individual will be 
made.  
 Hostile environment sexual harassment is when the harassment impacts work

performance or creates an intimidating, hostile, or offensive working environment for the 
person who is being harassed.  While this definition might be highly contested, its preva-
lence cannot be ignored. The argument here is how do we evaluate what an offensive, 
hostile or intimidating environment is? However, it is our position that for an environment 
to be hostile, it has to affect the individual either physically or psychologically. 
 Cameroon has ratified several international human rights treaties, and Article 45 of 
the constitution of Cameroon prescribes that duly approved or ratified treaties and
international agreements shall, following the publication, override national laws, provided 
the other party implements the said treaty or agreement. Cameroon is therefore obliged 
to provide the necessary legal and administrative framework to ensure that sexual 
harassment is eliminated or punished under the obligations discussed below.

International Definition of Sexual Harassment
 Most of the forms of sexual harassment that people face are unwelcome sexual 
advances and sex-based discrimination. Sexual harassment constitutes discrimination 
based on sex. The 1948 Universal Declaration of Human Rights, the International Covenant 
on Civil and Political Rights, the International Convention on Economic, Social and Cultural 
Rights, and the 1979 Convention on the Elimination of All Forms of Discrimination Against 
Women (CEDAW) have each denounced the forms of discrimination that women face. 
Sexual harassment is the disrespect of the principle of equal treatment with regards to 
access to employment and promotion, which includes sexual blackmail (as is the case in 
schools where marks are traded for sex).

General Recommendation 19 of the CEDAW Committee defines 
sexual harassment as: 

 
 Sexual harassment includes such unwelcome sexually determined behaviour as physical contact and 

advances, sexually coloured remarks, showing pornography and sexual demands, whether by words or actions. 
Such conduct can be humiliating and may constitute a health and safety problem; it is discriminatory when the 

woman has reasonable grounds to believe that her objection would disadvantage her in connection with her 
employment, including recruitment or promotion, or when it creates a hostile working environment. 

 
General Recommendation 19 of the CEDAW Committee recognises sexual harassment as 
gender-specific violence under the convention. The Committee notes that sexual harass-
ment occurs at places of employment and constitute a hostile work
environment for which there should be claims. 

Regional Definition of Sexual Harassment
 In Africa, the Maputo Protocol is outstanding in its articulation of sexual harassment. 
While Article 2(1) calls on states to ensure the elimination of all forms of discrimination 
that women and girls face, it also gives specific prescription as to how to protect women 
and girls from further harassment.
 
 Article 12 (1c) of the Maputo Protocol on the right to education and training calls on states to protect 

women, especially the girl-child from all forms of abuse, including sexual harassment in schools and other 
educational institutions and provide for sanctions against the perpetrators of such practices

 Article 12 (1d) also calls on 

states to provide access to counselling and rehabilitation services to women who 
suffer abuses and sexual harassment.

 Article 13 (c) 

ensure transparency in recruitment, promotion and dismissal of women and combat
and punish sexual harassment in the workplace;

 The Maputo Protocol is the only human rights document to recognise the need to 
eliminate sexual harassment in schools. It is also progressive in that it requires states to 
ensure that both public and private institutions set out a clear procedure in employment 
and promotion standards, thereby eliminating the possibility of quid pro quo harassment. 
If and when sexual harassment consequently happens, the Maputo Protocols requires 
that rehabilitation services be made available. 

Section 295 - Private indecency 
 Whoever in any place notwithstanding that it may not be open to the public 
commits an indecent act in the presence of any person of either sex and without his 
consent shall be punished with imprisonment from 15 days to 2 years or with fine from 
CFAF 10000 to CFAF 100000.
Section 81 (1) of Law N° 2010/012 of 21 December 2010 relating to cybersecurity and 
cybercriminal in Cameroon makes it criminal for any adult to use an electronic 
communication network or information system to make sexual proposals to minors 
below 15 years old or to a person having the features of a minor. The penalty shall be 
double the penalties stipulated in section 295 of the Penal Code. The penalty is doubled 
when an electronic communication devises was used. This is very important to the sexual 
harassment discussion as many things, adolescents are harassed online by their peers 
and other adults. 
 Section 296 - Rape Whoever by force or moral ascendency compels any person 
whether above or below the age of puberty to have sexual intercourse with him shall be 
punished with imprisonment for from 5 to 10 years.

Survey Rationale and Justification
 Sexual harassment is fuelled in part by the stories we tell ourselves and the 
narratives that we choose to believe. Many organisations are often driven to protect 
perceived high performers, superstars, creative geniuses, and other societal influencers 
at all costs. This is often driven by the belief that success, innovation, or survival is 
dependent on that one person, regardless of their behaviour. Narratives around the 
so-called “ideal worker” perpetuate a gender-harassing power dynamic rooted in the 
belief that women and others who do not conform to these traditional norms do not 
belong and cannot compete in the work or social world, and that men do not belong in 
caregiving. 
 These damaging mythologies not only drive rampant sexual harassment, but also 
foster abusive and toxic cultures that silence, undermine, and waste the talents and 
potential of many people. Denial - thinking that sexual harassment does not happen in, 
say, female-dominated environments, or that organisations have already eliminated it, is 
another dominant false narrative that provides fertile ground for sexual harassment to 
thrive.
 There are underlying patterns for sexual harassment, but those patterns do not 
capture the variations in experience by different groups of people in diverse contexts. 
Women of lower status and young girls are the most common targets of sexual 
harassment by perpetrators, who are typically men of higher status. However, sexual 
harassment in the workplace is by no means limited to this dynamic. Men, particularly 
those who do not conform to traditionally masculine norms, such as LGBTQ and 
gender-nonconforming individuals as well as others who are seen as outsiders, can be 
targeted. Women can be harassers as well.

Methodological Approach
 An online survey targeting children from the age of 10 to adults aged 60+ years was 
used. The rationale behind this clustering of targets was that at very tender ages, children 
are at risk of being sexually harassed by their parents, friends, caregivers, teachers and 
even strangers. At the teen and youth level, there are aspects of peer pressure that are 
intensified with regards to exposure to sexual content in online and offline spaces that 
directly concern sexual harassment. For those who are 35+ years, there are also unique 
components of sexual harassment that take place at places of business and work. Thus, it 
is clear that sexual harassment takes different forms in different contexts contingent on 
factors such as age level and class. 
 To this effect, a tool was developed on the SurveyPlanet platform with particular 
questions focused on understanding the case of sexual harassment in the context of 
Cameroon, and how it affects different persons based on factors such as social status, 
age, culture, and education level, among others. The survey ran for a period of 06 weeks. 
Besides the online survey, physical group discussions and informant interviews were 

administered to triangulate with the online findings. The results, which were analysed 
completely anonymously, will be used to    tackle core problems through the following 
strategies:
• Work with education institutions to develop Sexual Harassment Policies, 
• Advocate for the development of a Sexual Harassment Policy in business and 
workplace 
• Support government departments, organisations, education institutions and 
business enterprises to develop service charters that advocate against Sexual 
Harassment.
• Map capacity enhancement opportunities for different spaces where Sexual 
Harassment is prevalent

Ethical Standards 
 In order to guarantee that the ethical provisions in place and practised for research 
were adhered to and put into effect while engaging respondents during the survey 
process and to ensure that the process was beyond reproach, there was a deliberate 
action to ensure that the process frontloads documentation and reporting as a critical 
action.
 However, to ensure that the documentation aspect does not supersede the cultural, 
religious and social priorities of the respondents in question, the process ensured that the 
introduction to the survey made it clear that completing the survey was optional and one 
was at liberty to opt-out of questions that they considered infringing. 
 Lastly and most importantly, as the primary target category, the survey leads 
ensured that all protocols are observed on engagement with children (where applicable) 
in terms of security, confidentiality and their ownership and consent. Information gathered 
therein was not to be shared with any third party in any form without the prior written 
approval of a duly authorised person.

SURVEY QUESTIONS
Qstn.1; What is your  gender?

Qstn.2; Which town do you live in?
Of the total number of respondents, which stood at 415 individuals, 309 respondents were 
from the Buea area whilst 106 were from other areas. There were two responses from 
Nairobi, Kenya. Kindly study the annexure for raw data on the respondents’ locations.

Qstn.3; How old are you?

 

Qstn. 4; What faith group would you say you belong to?

 

Qstn. 5; Have you ever experienced sexual harassment?

Qstn. 6; How often has this happened to you? (you can tick more than one)

 

Qstn. 7; What type(s) of sexual harassment have you experienced? (you can tick more 
than one)

 

Qstn. 8; Please rate the following situations of harassment, as common and rare accord-
ing to your knowledge/ experience. (1=Rare, 2=Common, 3=Very Common)
 

 
Qstn. 9; Please rate the following situations of harassment, in terms of severity as felt by 
you. (1= Rare, 2= Common, 3 = Very Common)
Scoring
 

Qstn. 10 How did the situation make you feel? (you can tick more than one)

 

Qstn. 11 Where did this happen to you? (you can tick more than one)

                                                                                 

Qstn. 12 Did this happen in the city you live in? If no, please tell us where in the space 
provided
 

Qstn. 13 Who did this to you?
                                                                               

Qstn. 14 Did you feel you needed support or help with this?
 

Qstn. 15 If yes, did you get the support you needed?

 

Qstn. 16 Who supported you? (you can tick more than one)

 

Qstn. 17 Do you feel you have been pushed or forced to do anything differently because 
of your experience of sexual harassment? (e.g not walk a certain route, change of dress 
etc.)

Based on those who said the harassment changed them, said this experienced
according to them made them to;

RECOMMENDATIONS AND STRATEGIES TO ADDRESS SEXUAL
HARASSMENT IN SCHOOLS/UNIVERSITIES

1. Policies and Procedures
All educational institutions are required to maintain a sexual harassment policy that 
dictates procedures to be followed when dealing with a sexual harassment complaint. 
This must be accompanied by information about domestic laws that complement the 
sexual harassment policy. These policies, in connection with domestic laws, will serve as 
guides for students and school administrators, teachers, counsellors and parents to 
safeguard students from peer to peer sexual harassment as well as sexual harassment 
by school officials or representatives.

2. Appointment of Designated Counsellors
Victims of sexual harassment can experience physical and psychological disorders. It is, 
therefore, the school’s responsibility to designate a qualified (licensed), safe, trusted, 
caring, and approachable counsellor to provide support and guidance to victims of 
sexual harassment. The counsellor would focus on providing guidance to the victims of 
sexual harassment, with the time, space, and autonomy needed, but at the same time 
being mindful of the fact that the school administrators need to be involved, as well as 
parents (especially in the case of minors). The school counsellor’s strategy in dealing with 
cases of sexual harassment could include: 
• collecting information;
• providing counselling services for victims;
• conducting an evaluation; and
• follow-up strategies.

3. Awareness Sessions for Students
 “I had to apply for my job location to be changed without stating

  clearly my reasons because she was my Boss”
Awareness sessions should be held with students to give them an overview of sexual 
harassment and how to recognise all forms of sexual harassment. Students must be 
taught the difference between friendly teasing and bullying as well as the difference 
between flirting and harassment. Behaviour expectations must be clearly defined and 
explained, and fair and consistent consequences need to be outlined and reinforced.  
 These sessions will equally serve as a platform to survey the students, in order to 
determine the levels of understanding of the subject matter and identify gaps in 
knowledge which will be bridged during the sessions. The sessions will be characterised 

by presentations from experts in the field and an opportunity for questions and answers. 
Discussions should focus on the following key topics:
• What is sexual harassment? 
• Why do some people behave in this way? 
• Why is it a problem? 
• How can it be addressed?
• What can you do if you are sexually harassed?

4.Training and Planning Meetings for School Representatives and/or 
Administrators
It is particularly essential that a meeting convening school representatives/administrator, 
counsellors, and nurses should be designed.
This meeting is designed to review all documents containing any reference to sexual 
harassment such as the school’s sexual harassment policies, procedures and sanctions 
contained in employee and student handbooks, and the national and international laws 
regarding sexual harassment. Moreover, the meeting will be used as a platform to raise 
awareness about the prevalence of sexual harassment among students (peer-to-peer 
and harassment by school officials or representatives) and the legal issues and 
implications.

5. School Curriculum
 It is especially important to integrate the subject of sexual harassment into the 
curriculum and make the discussions engaging, ongoing and age-appropriate. This will 
provide students with information about sexual harassment in order to reduce the inci-
dence of sexual harassment, encourage victims of sexual harassment to get help by 
reporting to adults, promote respectful behaviours with peers, and in general help those 
who experience sexual harassment.
 Because sexual violence occurs in a broader context that can include many forms 
of sexual violence, it is equally important to include the subject of sexual and gender 
violence into the school curriculum.
 Moreover, an introductory lesson appropriate for early primary and upper primary 
grades should be developed. The language used will be different from the language 
used when dealing with students in high school or university, especially considering many 
might not have heard of sex, or might have heard about sex and relationships from their 
peers or the internet.

6. Parent Involvement
 “I no longer speak to my uncles and some of my family members because   

 rather than doing me justice they told me to keep quiet and safe the family name”.

Getting parents involved is crucial in tackling sexual harassment within educational 
institutions, especially in the case of minors. It is therefore vital that parents are educated 
about sexual harassment and its harmful effects in order to help them identify 
harassment and respond appropriately. When harassment occurs, the family of the 
victim needs to be informed of the details so that the emotional and developmental 
needs of the victim can be addressed. The family of the perpetrators, when it comes to 
peer-to-peer sexual harassment, should equally be informed, and their involvement may 
be needed to avoid long-term emotional damage and to modify inappropriate 
behaviour.
 
7. Community Awareness
 “In my quarter, I seldom go to the store. Even if I need something so badly,  I prefer  

 substituting my need for something else”.

The subject of sexual harassment is a relatively “foreign” concept within the community in 
general. However, sexual harassment and gender violence within learning institutions is 
very prevalent and often goes unreported. This is particularly true when it relates to 
sexual harassment by school representatives or administrators. Therefore, awareness of 
this subject matter should be carried out, especially awareness wi thin the police and law 
enforcement authorities, civil society, law and policymakers, and community leaders. This 
will create an environment where victims of sexual harassment are comfortable with 
reporting such cases, and perpetrators are successfully prosecuted.

Glossary

Birthright: A particular right of possession or privilege one has from birth.
Sexual Harassment:  Behaviour by an individual or group, which is sexual in nature, that  
 makes the target feel distressed, intimidated or offended.
Quid pro quo: A favour or advantage granted or expected in return for something.
Maputo Protocol: The Protocol to the African Charter on Human and Peoples’ Rights on  
 the Rights of Women in Africa, better known as the Maputo Protocol, is an 
 international human rights instrument established by the African Union that went  
 into effect in 2005.
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Introductory Background
 Sexual harassment is not something that just happens because of fleeting
circumstance or desire. Rather, in every realm of society, it is driven by imbalances in 
power. Furthermore, men tend to hold far more positions of power in all sectors of the 
social, cultural and economic spheres. Even in female-dominated fields, men are more 
likely to be supervisors, principals, and managers.  Thus, men wield more control in
discourses of power. Further to this, race and racism, culture and cultural dictates, and 
society and socialization all add another layer to systemic power imbalances.
 Studies conducted across the African continent indicate that there are no sectors 
untouched by sexual harassment, nor unaffected by its impacts. Sexual harassment 
damages the lives, health, prospects, financial independence, and opportunities of its 
victims. Not only does sexual harassment cost businesses considerable legal fees, but it 
also results in lost productivity, morale, effectiveness, and talent. Tolerating or failing to 
adequately respond to sexual harassment restricts men, women and other targets’
economic security, access to opportunity, and advancement, ultimately preserving the 
status quo and its accompanying power imbalances that drive sexual harassment in the 
first place.
 All in all, Sexual Harassment is defined as:  an individual’s behaviour, which is sexual 
in nature, that makes the target feel distressed, intimidated or offended. Such behaviours 
include but are not limited to: Sexual comments or jokes; Physical behaviour; unwelcome 
sexual advances, touching, and various forms of sexual assault - Displaying photos,
pictures, or drawings of a sexual nature - Sending messages, emails, etc. with sexual 
content.
 The objectification of women and girls has continued for several centuries. Its
persistence prompts us to investigate how best state parties can protect everyone from 
these such violations. In many cultures, men are brought up to believe that behaviour 
which we now consider as sexual harassment is their birthright . To assert this right, some 
men seek to threaten women or emphasise their subordinate status while others seek to 
protest women's presence in the workplace. In contrast, other men seek to entertain 
themselves in a manner considered acceptable in many men's private lives or all-male 
environments; in turn, women have been conditioned to accept these harassments as 
inevitable despite the effects upon them. This paper, however, does not argue that 
women are the only victims of sexual harassment, but it must be noted that studies have 
shown that women are disproportionately impacted by sexual harassment. These acts of 
harassment have continued to be perpetrated with impunity even in countries where 
laws against discrimination and sexual harassment laws have been enacted or ratified.  
 The persistence of sexual harassment thus requires us to reinvent laws to ensure 

that laws protect everyone from ever experiencing sexual harassment. Consequently, in 
this paper, we will frame sexual harassment from a human rights perspective, discuss the 
national and regional frameworks, examine statistics from a research survey, and issue a 
call to action for the elimination of sexual harassment.

National Legal Framework for Sexual Harassment
 In Cameroon, Section 302 of the Penal Code defines sexual harassment as:  
 

 However, this discussion focuses 
on just one definition of what sexual 
harassment is. Sexual harassment 
cases fall into two broad and 
sometimes overlapping categories: 
quid pro quo harassment, in which the 
victim suffers an economic deprivation 
as the direct result of refusing the 
sexual advances of her supervisor; and 
hostile environment harassment, in 
which the victim endures various sorts 
of abuse of a sexually-charged nature 
from either a supervisor or co-workers. 
 Quid pro quo or “this for that” 

(“this” is the sex and “that” is the benefit)  is when someone in a position of authority, such 
as a teacher, supervisor, or employer conditions promotion/success/job-related
consequences on obtaining sexual favours. Should the person being harassed refuse to 
surrender to such a request, they face the risk of losing the benefits that were to follow.  In 
this case, and for the act to be considered as sexual harassment, it has to be explicitly or 
implicitly clear that further employment/promotion/success is contingent on the 
submission of the individual being harassed. Therefore, it has to be clear that accepting or 
denying such advances will be the basis for which decision affecting the individual will be 
made.  
 Hostile environment sexual harassment is when the harassment impacts work

performance or creates an intimidating, hostile, or offensive working environment for the 
person who is being harassed.  While this definition might be highly contested, its preva-
lence cannot be ignored. The argument here is how do we evaluate what an offensive, 
hostile or intimidating environment is? However, it is our position that for an environment 
to be hostile, it has to affect the individual either physically or psychologically. 
 Cameroon has ratified several international human rights treaties, and Article 45 of 
the constitution of Cameroon prescribes that duly approved or ratified treaties and
international agreements shall, following the publication, override national laws, provided 
the other party implements the said treaty or agreement. Cameroon is therefore obliged 
to provide the necessary legal and administrative framework to ensure that sexual 
harassment is eliminated or punished under the obligations discussed below.

International Definition of Sexual Harassment
 Most of the forms of sexual harassment that people face are unwelcome sexual 
advances and sex-based discrimination. Sexual harassment constitutes discrimination 
based on sex. The 1948 Universal Declaration of Human Rights, the International Covenant 
on Civil and Political Rights, the International Convention on Economic, Social and Cultural 
Rights, and the 1979 Convention on the Elimination of All Forms of Discrimination Against 
Women (CEDAW) have each denounced the forms of discrimination that women face. 
Sexual harassment is the disrespect of the principle of equal treatment with regards to 
access to employment and promotion, which includes sexual blackmail (as is the case in 
schools where marks are traded for sex).

General Recommendation 19 of the CEDAW Committee defines 
sexual harassment as: 

 
 Sexual harassment includes such unwelcome sexually determined behaviour as physical contact and 

advances, sexually coloured remarks, showing pornography and sexual demands, whether by words or actions. 
Such conduct can be humiliating and may constitute a health and safety problem; it is discriminatory when the 

woman has reasonable grounds to believe that her objection would disadvantage her in connection with her 
employment, including recruitment or promotion, or when it creates a hostile working environment. 

 
General Recommendation 19 of the CEDAW Committee recognises sexual harassment as 
gender-specific violence under the convention. The Committee notes that sexual harass-
ment occurs at places of employment and constitute a hostile work
environment for which there should be claims. 

Regional Definition of Sexual Harassment
 In Africa, the Maputo Protocol is outstanding in its articulation of sexual harassment. 
While Article 2(1) calls on states to ensure the elimination of all forms of discrimination 
that women and girls face, it also gives specific prescription as to how to protect women 
and girls from further harassment.
 
 Article 12 (1c) of the Maputo Protocol on the right to education and training calls on states to protect 

women, especially the girl-child from all forms of abuse, including sexual harassment in schools and other 
educational institutions and provide for sanctions against the perpetrators of such practices

 Article 12 (1d) also calls on 

states to provide access to counselling and rehabilitation services to women who 
suffer abuses and sexual harassment.

 Article 13 (c) 

ensure transparency in recruitment, promotion and dismissal of women and combat
and punish sexual harassment in the workplace;

 The Maputo Protocol is the only human rights document to recognise the need to 
eliminate sexual harassment in schools. It is also progressive in that it requires states to 
ensure that both public and private institutions set out a clear procedure in employment 
and promotion standards, thereby eliminating the possibility of quid pro quo harassment. 
If and when sexual harassment consequently happens, the Maputo Protocols requires 
that rehabilitation services be made available. 

Section 295 - Private indecency 
 Whoever in any place notwithstanding that it may not be open to the public 
commits an indecent act in the presence of any person of either sex and without his 
consent shall be punished with imprisonment from 15 days to 2 years or with fine from 
CFAF 10000 to CFAF 100000.
Section 81 (1) of Law N° 2010/012 of 21 December 2010 relating to cybersecurity and 
cybercriminal in Cameroon makes it criminal for any adult to use an electronic 
communication network or information system to make sexual proposals to minors 
below 15 years old or to a person having the features of a minor. The penalty shall be 
double the penalties stipulated in section 295 of the Penal Code. The penalty is doubled 
when an electronic communication devises was used. This is very important to the sexual 
harassment discussion as many things, adolescents are harassed online by their peers 
and other adults. 
 Section 296 - Rape Whoever by force or moral ascendency compels any person 
whether above or below the age of puberty to have sexual intercourse with him shall be 
punished with imprisonment for from 5 to 10 years.

Survey Rationale and Justification
 Sexual harassment is fuelled in part by the stories we tell ourselves and the 
narratives that we choose to believe. Many organisations are often driven to protect 
perceived high performers, superstars, creative geniuses, and other societal influencers 
at all costs. This is often driven by the belief that success, innovation, or survival is 
dependent on that one person, regardless of their behaviour. Narratives around the 
so-called “ideal worker” perpetuate a gender-harassing power dynamic rooted in the 
belief that women and others who do not conform to these traditional norms do not 
belong and cannot compete in the work or social world, and that men do not belong in 
caregiving. 
 These damaging mythologies not only drive rampant sexual harassment, but also 
foster abusive and toxic cultures that silence, undermine, and waste the talents and 
potential of many people. Denial - thinking that sexual harassment does not happen in, 
say, female-dominated environments, or that organisations have already eliminated it, is 
another dominant false narrative that provides fertile ground for sexual harassment to 
thrive.
 There are underlying patterns for sexual harassment, but those patterns do not 
capture the variations in experience by different groups of people in diverse contexts. 
Women of lower status and young girls are the most common targets of sexual 
harassment by perpetrators, who are typically men of higher status. However, sexual 
harassment in the workplace is by no means limited to this dynamic. Men, particularly 
those who do not conform to traditionally masculine norms, such as LGBTQ and 
gender-nonconforming individuals as well as others who are seen as outsiders, can be 
targeted. Women can be harassers as well.

Methodological Approach
 An online survey targeting children from the age of 10 to adults aged 60+ years was 
used. The rationale behind this clustering of targets was that at very tender ages, children 
are at risk of being sexually harassed by their parents, friends, caregivers, teachers and 
even strangers. At the teen and youth level, there are aspects of peer pressure that are 
intensified with regards to exposure to sexual content in online and offline spaces that 
directly concern sexual harassment. For those who are 35+ years, there are also unique 
components of sexual harassment that take place at places of business and work. Thus, it 
is clear that sexual harassment takes different forms in different contexts contingent on 
factors such as age level and class. 
 To this effect, a tool was developed on the SurveyPlanet platform with particular 
questions focused on understanding the case of sexual harassment in the context of 
Cameroon, and how it affects different persons based on factors such as social status, 
age, culture, and education level, among others. The survey ran for a period of 06 weeks. 
Besides the online survey, physical group discussions and informant interviews were 

administered to triangulate with the online findings. The results, which were analysed 
completely anonymously, will be used to    tackle core problems through the following 
strategies:
• Work with education institutions to develop Sexual Harassment Policies, 
• Advocate for the development of a Sexual Harassment Policy in business and 
workplace 
• Support government departments, organisations, education institutions and 
business enterprises to develop service charters that advocate against Sexual 
Harassment.
• Map capacity enhancement opportunities for different spaces where Sexual 
Harassment is prevalent

Ethical Standards 
 In order to guarantee that the ethical provisions in place and practised for research 
were adhered to and put into effect while engaging respondents during the survey 
process and to ensure that the process was beyond reproach, there was a deliberate 
action to ensure that the process frontloads documentation and reporting as a critical 
action.
 However, to ensure that the documentation aspect does not supersede the cultural, 
religious and social priorities of the respondents in question, the process ensured that the 
introduction to the survey made it clear that completing the survey was optional and one 
was at liberty to opt-out of questions that they considered infringing. 
 Lastly and most importantly, as the primary target category, the survey leads 
ensured that all protocols are observed on engagement with children (where applicable) 
in terms of security, confidentiality and their ownership and consent. Information gathered 
therein was not to be shared with any third party in any form without the prior written 
approval of a duly authorised person.

SURVEY QUESTIONS
Qstn.1; What is your  gender?

Qstn.2; Which town do you live in?
Of the total number of respondents, which stood at 415 individuals, 309 respondents were 
from the Buea area whilst 106 were from other areas. There were two responses from 
Nairobi, Kenya. Kindly study the annexure for raw data on the respondents’ locations.

Qstn.3; How old are you?

 

Qstn. 4; What faith group would you say you belong to?

 

Qstn. 5; Have you ever experienced sexual harassment?

Qstn. 6; How often has this happened to you? (you can tick more than one)

 

Qstn. 7; What type(s) of sexual harassment have you experienced? (you can tick more 
than one)

 

Qstn. 8; Please rate the following situations of harassment, as common and rare accord-
ing to your knowledge/ experience. (1=Rare, 2=Common, 3=Very Common)
 

 
Qstn. 9; Please rate the following situations of harassment, in terms of severity as felt by 
you. (1= Rare, 2= Common, 3 = Very Common)
Scoring
 

Qstn. 10 How did the situation make you feel? (you can tick more than one)

 

Qstn. 11 Where did this happen to you? (you can tick more than one)

                                                                                 

Qstn. 12 Did this happen in the city you live in? If no, please tell us where in the space 
provided
 

Qstn. 13 Who did this to you?
                                                                               

Qstn. 14 Did you feel you needed support or help with this?
 

Qstn. 15 If yes, did you get the support you needed?

 

Qstn. 16 Who supported you? (you can tick more than one)

 

Qstn. 17 Do you feel you have been pushed or forced to do anything differently because 
of your experience of sexual harassment? (e.g not walk a certain route, change of dress 
etc.)

Based on those who said the harassment changed them, said this experienced
according to them made them to;

RECOMMENDATIONS AND STRATEGIES TO ADDRESS SEXUAL
HARASSMENT IN SCHOOLS/UNIVERSITIES

1. Policies and Procedures
All educational institutions are required to maintain a sexual harassment policy that 
dictates procedures to be followed when dealing with a sexual harassment complaint. 
This must be accompanied by information about domestic laws that complement the 
sexual harassment policy. These policies, in connection with domestic laws, will serve as 
guides for students and school administrators, teachers, counsellors and parents to 
safeguard students from peer to peer sexual harassment as well as sexual harassment 
by school officials or representatives.

2. Appointment of Designated Counsellors
Victims of sexual harassment can experience physical and psychological disorders. It is, 
therefore, the school’s responsibility to designate a qualified (licensed), safe, trusted, 
caring, and approachable counsellor to provide support and guidance to victims of 
sexual harassment. The counsellor would focus on providing guidance to the victims of 
sexual harassment, with the time, space, and autonomy needed, but at the same time 
being mindful of the fact that the school administrators need to be involved, as well as 
parents (especially in the case of minors). The school counsellor’s strategy in dealing with 
cases of sexual harassment could include: 
• collecting information;
• providing counselling services for victims;
• conducting an evaluation; and
• follow-up strategies.

3. Awareness Sessions for Students
 “I had to apply for my job location to be changed without stating

  clearly my reasons because she was my Boss”
Awareness sessions should be held with students to give them an overview of sexual 
harassment and how to recognise all forms of sexual harassment. Students must be 
taught the difference between friendly teasing and bullying as well as the difference 
between flirting and harassment. Behaviour expectations must be clearly defined and 
explained, and fair and consistent consequences need to be outlined and reinforced.  
 These sessions will equally serve as a platform to survey the students, in order to 
determine the levels of understanding of the subject matter and identify gaps in 
knowledge which will be bridged during the sessions. The sessions will be characterised 

by presentations from experts in the field and an opportunity for questions and answers. 
Discussions should focus on the following key topics:
• What is sexual harassment? 
• Why do some people behave in this way? 
• Why is it a problem? 
• How can it be addressed?
• What can you do if you are sexually harassed?

4.Training and Planning Meetings for School Representatives and/or 
Administrators
It is particularly essential that a meeting convening school representatives/administrator, 
counsellors, and nurses should be designed.
This meeting is designed to review all documents containing any reference to sexual 
harassment such as the school’s sexual harassment policies, procedures and sanctions 
contained in employee and student handbooks, and the national and international laws 
regarding sexual harassment. Moreover, the meeting will be used as a platform to raise 
awareness about the prevalence of sexual harassment among students (peer-to-peer 
and harassment by school officials or representatives) and the legal issues and 
implications.

5. School Curriculum
 It is especially important to integrate the subject of sexual harassment into the 
curriculum and make the discussions engaging, ongoing and age-appropriate. This will 
provide students with information about sexual harassment in order to reduce the inci-
dence of sexual harassment, encourage victims of sexual harassment to get help by 
reporting to adults, promote respectful behaviours with peers, and in general help those 
who experience sexual harassment.
 Because sexual violence occurs in a broader context that can include many forms 
of sexual violence, it is equally important to include the subject of sexual and gender 
violence into the school curriculum.
 Moreover, an introductory lesson appropriate for early primary and upper primary 
grades should be developed. The language used will be different from the language 
used when dealing with students in high school or university, especially considering many 
might not have heard of sex, or might have heard about sex and relationships from their 
peers or the internet.

6. Parent Involvement
 “I no longer speak to my uncles and some of my family members because   

 rather than doing me justice they told me to keep quiet and safe the family name”.

Getting parents involved is crucial in tackling sexual harassment within educational 
institutions, especially in the case of minors. It is therefore vital that parents are educated 
about sexual harassment and its harmful effects in order to help them identify 
harassment and respond appropriately. When harassment occurs, the family of the 
victim needs to be informed of the details so that the emotional and developmental 
needs of the victim can be addressed. The family of the perpetrators, when it comes to 
peer-to-peer sexual harassment, should equally be informed, and their involvement may 
be needed to avoid long-term emotional damage and to modify inappropriate 
behaviour.
 
7. Community Awareness
 “In my quarter, I seldom go to the store. Even if I need something so badly,  I prefer  

 substituting my need for something else”.

The subject of sexual harassment is a relatively “foreign” concept within the community in 
general. However, sexual harassment and gender violence within learning institutions is 
very prevalent and often goes unreported. This is particularly true when it relates to 
sexual harassment by school representatives or administrators. Therefore, awareness of 
this subject matter should be carried out, especially awareness wi thin the police and law 
enforcement authorities, civil society, law and policymakers, and community leaders. This 
will create an environment where victims of sexual harassment are comfortable with 
reporting such cases, and perpetrators are successfully prosecuted.

Glossary

Birthright: A particular right of possession or privilege one has from birth.
Sexual Harassment:  Behaviour by an individual or group, which is sexual in nature, that  
 makes the target feel distressed, intimidated or offended.
Quid pro quo: A favour or advantage granted or expected in return for something.
Maputo Protocol: The Protocol to the African Charter on Human and Peoples’ Rights on  
 the Rights of Women in Africa, better known as the Maputo Protocol, is an 
 international human rights instrument established by the African Union that went  
 into effect in 2005.
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Introductory Background
 Sexual harassment is not something that just happens because of fleeting
circumstance or desire. Rather, in every realm of society, it is driven by imbalances in 
power. Furthermore, men tend to hold far more positions of power in all sectors of the 
social, cultural and economic spheres. Even in female-dominated fields, men are more 
likely to be supervisors, principals, and managers.  Thus, men wield more control in
discourses of power. Further to this, race and racism, culture and cultural dictates, and 
society and socialization all add another layer to systemic power imbalances.
 Studies conducted across the African continent indicate that there are no sectors 
untouched by sexual harassment, nor unaffected by its impacts. Sexual harassment 
damages the lives, health, prospects, financial independence, and opportunities of its 
victims. Not only does sexual harassment cost businesses considerable legal fees, but it 
also results in lost productivity, morale, effectiveness, and talent. Tolerating or failing to 
adequately respond to sexual harassment restricts men, women and other targets’
economic security, access to opportunity, and advancement, ultimately preserving the 
status quo and its accompanying power imbalances that drive sexual harassment in the 
first place.
 All in all, Sexual Harassment is defined as:  an individual’s behaviour, which is sexual 
in nature, that makes the target feel distressed, intimidated or offended. Such behaviours 
include but are not limited to: Sexual comments or jokes; Physical behaviour; unwelcome 
sexual advances, touching, and various forms of sexual assault - Displaying photos,
pictures, or drawings of a sexual nature - Sending messages, emails, etc. with sexual 
content.
 The objectification of women and girls has continued for several centuries. Its
persistence prompts us to investigate how best state parties can protect everyone from 
these such violations. In many cultures, men are brought up to believe that behaviour 
which we now consider as sexual harassment is their birthright . To assert this right, some 
men seek to threaten women or emphasise their subordinate status while others seek to 
protest women's presence in the workplace. In contrast, other men seek to entertain 
themselves in a manner considered acceptable in many men's private lives or all-male 
environments; in turn, women have been conditioned to accept these harassments as 
inevitable despite the effects upon them. This paper, however, does not argue that 
women are the only victims of sexual harassment, but it must be noted that studies have 
shown that women are disproportionately impacted by sexual harassment. These acts of 
harassment have continued to be perpetrated with impunity even in countries where 
laws against discrimination and sexual harassment laws have been enacted or ratified.  
 The persistence of sexual harassment thus requires us to reinvent laws to ensure 

that laws protect everyone from ever experiencing sexual harassment. Consequently, in 
this paper, we will frame sexual harassment from a human rights perspective, discuss the 
national and regional frameworks, examine statistics from a research survey, and issue a 
call to action for the elimination of sexual harassment.

National Legal Framework for Sexual Harassment
 In Cameroon, Section 302 of the Penal Code defines sexual harassment as:  
 

 However, this discussion focuses 
on just one definition of what sexual 
harassment is. Sexual harassment 
cases fall into two broad and 
sometimes overlapping categories: 
quid pro quo harassment, in which the 
victim suffers an economic deprivation 
as the direct result of refusing the 
sexual advances of her supervisor; and 
hostile environment harassment, in 
which the victim endures various sorts 
of abuse of a sexually-charged nature 
from either a supervisor or co-workers. 
 Quid pro quo or “this for that” 

(“this” is the sex and “that” is the benefit)  is when someone in a position of authority, such 
as a teacher, supervisor, or employer conditions promotion/success/job-related
consequences on obtaining sexual favours. Should the person being harassed refuse to 
surrender to such a request, they face the risk of losing the benefits that were to follow.  In 
this case, and for the act to be considered as sexual harassment, it has to be explicitly or 
implicitly clear that further employment/promotion/success is contingent on the 
submission of the individual being harassed. Therefore, it has to be clear that accepting or 
denying such advances will be the basis for which decision affecting the individual will be 
made.  
 Hostile environment sexual harassment is when the harassment impacts work

performance or creates an intimidating, hostile, or offensive working environment for the 
person who is being harassed.  While this definition might be highly contested, its preva-
lence cannot be ignored. The argument here is how do we evaluate what an offensive, 
hostile or intimidating environment is? However, it is our position that for an environment 
to be hostile, it has to affect the individual either physically or psychologically. 
 Cameroon has ratified several international human rights treaties, and Article 45 of 
the constitution of Cameroon prescribes that duly approved or ratified treaties and
international agreements shall, following the publication, override national laws, provided 
the other party implements the said treaty or agreement. Cameroon is therefore obliged 
to provide the necessary legal and administrative framework to ensure that sexual 
harassment is eliminated or punished under the obligations discussed below.

International Definition of Sexual Harassment
 Most of the forms of sexual harassment that people face are unwelcome sexual 
advances and sex-based discrimination. Sexual harassment constitutes discrimination 
based on sex. The 1948 Universal Declaration of Human Rights, the International Covenant 
on Civil and Political Rights, the International Convention on Economic, Social and Cultural 
Rights, and the 1979 Convention on the Elimination of All Forms of Discrimination Against 
Women (CEDAW) have each denounced the forms of discrimination that women face. 
Sexual harassment is the disrespect of the principle of equal treatment with regards to 
access to employment and promotion, which includes sexual blackmail (as is the case in 
schools where marks are traded for sex).

General Recommendation 19 of the CEDAW Committee defines 
sexual harassment as: 

 
 Sexual harassment includes such unwelcome sexually determined behaviour as physical contact and 

advances, sexually coloured remarks, showing pornography and sexual demands, whether by words or actions. 
Such conduct can be humiliating and may constitute a health and safety problem; it is discriminatory when the 

woman has reasonable grounds to believe that her objection would disadvantage her in connection with her 
employment, including recruitment or promotion, or when it creates a hostile working environment. 

 
General Recommendation 19 of the CEDAW Committee recognises sexual harassment as 
gender-specific violence under the convention. The Committee notes that sexual harass-
ment occurs at places of employment and constitute a hostile work
environment for which there should be claims. 

Regional Definition of Sexual Harassment
 In Africa, the Maputo Protocol is outstanding in its articulation of sexual harassment. 
While Article 2(1) calls on states to ensure the elimination of all forms of discrimination 
that women and girls face, it also gives specific prescription as to how to protect women 
and girls from further harassment.
 
 Article 12 (1c) of the Maputo Protocol on the right to education and training calls on states to protect 

women, especially the girl-child from all forms of abuse, including sexual harassment in schools and other 
educational institutions and provide for sanctions against the perpetrators of such practices

 Article 12 (1d) also calls on 

states to provide access to counselling and rehabilitation services to women who 
suffer abuses and sexual harassment.

 Article 13 (c) 

ensure transparency in recruitment, promotion and dismissal of women and combat
and punish sexual harassment in the workplace;

 The Maputo Protocol is the only human rights document to recognise the need to 
eliminate sexual harassment in schools. It is also progressive in that it requires states to 
ensure that both public and private institutions set out a clear procedure in employment 
and promotion standards, thereby eliminating the possibility of quid pro quo harassment. 
If and when sexual harassment consequently happens, the Maputo Protocols requires 
that rehabilitation services be made available. 

Section 295 - Private indecency 
 Whoever in any place notwithstanding that it may not be open to the public 
commits an indecent act in the presence of any person of either sex and without his 
consent shall be punished with imprisonment from 15 days to 2 years or with fine from 
CFAF 10000 to CFAF 100000.
Section 81 (1) of Law N° 2010/012 of 21 December 2010 relating to cybersecurity and 
cybercriminal in Cameroon makes it criminal for any adult to use an electronic 
communication network or information system to make sexual proposals to minors 
below 15 years old or to a person having the features of a minor. The penalty shall be 
double the penalties stipulated in section 295 of the Penal Code. The penalty is doubled 
when an electronic communication devises was used. This is very important to the sexual 
harassment discussion as many things, adolescents are harassed online by their peers 
and other adults. 
 Section 296 - Rape Whoever by force or moral ascendency compels any person 
whether above or below the age of puberty to have sexual intercourse with him shall be 
punished with imprisonment for from 5 to 10 years.

Survey Rationale and Justification
 Sexual harassment is fuelled in part by the stories we tell ourselves and the 
narratives that we choose to believe. Many organisations are often driven to protect 
perceived high performers, superstars, creative geniuses, and other societal influencers 
at all costs. This is often driven by the belief that success, innovation, or survival is 
dependent on that one person, regardless of their behaviour. Narratives around the 
so-called “ideal worker” perpetuate a gender-harassing power dynamic rooted in the 
belief that women and others who do not conform to these traditional norms do not 
belong and cannot compete in the work or social world, and that men do not belong in 
caregiving. 
 These damaging mythologies not only drive rampant sexual harassment, but also 
foster abusive and toxic cultures that silence, undermine, and waste the talents and 
potential of many people. Denial - thinking that sexual harassment does not happen in, 
say, female-dominated environments, or that organisations have already eliminated it, is 
another dominant false narrative that provides fertile ground for sexual harassment to 
thrive.
 There are underlying patterns for sexual harassment, but those patterns do not 
capture the variations in experience by different groups of people in diverse contexts. 
Women of lower status and young girls are the most common targets of sexual 
harassment by perpetrators, who are typically men of higher status. However, sexual 
harassment in the workplace is by no means limited to this dynamic. Men, particularly 
those who do not conform to traditionally masculine norms, such as LGBTQ and 
gender-nonconforming individuals as well as others who are seen as outsiders, can be 
targeted. Women can be harassers as well.

Methodological Approach
 An online survey targeting children from the age of 10 to adults aged 60+ years was 
used. The rationale behind this clustering of targets was that at very tender ages, children 
are at risk of being sexually harassed by their parents, friends, caregivers, teachers and 
even strangers. At the teen and youth level, there are aspects of peer pressure that are 
intensified with regards to exposure to sexual content in online and offline spaces that 
directly concern sexual harassment. For those who are 35+ years, there are also unique 
components of sexual harassment that take place at places of business and work. Thus, it 
is clear that sexual harassment takes different forms in different contexts contingent on 
factors such as age level and class. 
 To this effect, a tool was developed on the SurveyPlanet platform with particular 
questions focused on understanding the case of sexual harassment in the context of 
Cameroon, and how it affects different persons based on factors such as social status, 
age, culture, and education level, among others. The survey ran for a period of 06 weeks. 
Besides the online survey, physical group discussions and informant interviews were 

administered to triangulate with the online findings. The results, which were analysed 
completely anonymously, will be used to    tackle core problems through the following 
strategies:
• Work with education institutions to develop Sexual Harassment Policies, 
• Advocate for the development of a Sexual Harassment Policy in business and 
workplace 
• Support government departments, organisations, education institutions and 
business enterprises to develop service charters that advocate against Sexual 
Harassment.
• Map capacity enhancement opportunities for different spaces where Sexual 
Harassment is prevalent

Ethical Standards 
 In order to guarantee that the ethical provisions in place and practised for research 
were adhered to and put into effect while engaging respondents during the survey 
process and to ensure that the process was beyond reproach, there was a deliberate 
action to ensure that the process frontloads documentation and reporting as a critical 
action.
 However, to ensure that the documentation aspect does not supersede the cultural, 
religious and social priorities of the respondents in question, the process ensured that the 
introduction to the survey made it clear that completing the survey was optional and one 
was at liberty to opt-out of questions that they considered infringing. 
 Lastly and most importantly, as the primary target category, the survey leads 
ensured that all protocols are observed on engagement with children (where applicable) 
in terms of security, confidentiality and their ownership and consent. Information gathered 
therein was not to be shared with any third party in any form without the prior written 
approval of a duly authorised person.

SURVEY QUESTIONS
Qstn.1; What is your  gender?

Qstn.2; Which town do you live in?
Of the total number of respondents, which stood at 415 individuals, 309 respondents were 
from the Buea area whilst 106 were from other areas. There were two responses from 
Nairobi, Kenya. Kindly study the annexure for raw data on the respondents’ locations.

Qstn.3; How old are you?

 

Qstn. 4; What faith group would you say you belong to?

 

Qstn. 5; Have you ever experienced sexual harassment?

Qstn. 6; How often has this happened to you? (you can tick more than one)

 

Qstn. 7; What type(s) of sexual harassment have you experienced? (you can tick more 
than one)

 

Qstn. 8; Please rate the following situations of harassment, as common and rare accord-
ing to your knowledge/ experience. (1=Rare, 2=Common, 3=Very Common)
 

 
Qstn. 9; Please rate the following situations of harassment, in terms of severity as felt by 
you. (1= Rare, 2= Common, 3 = Very Common)
Scoring
 

Qstn. 10 How did the situation make you feel? (you can tick more than one)

 

Qstn. 11 Where did this happen to you? (you can tick more than one)

                                                                                 

Qstn. 12 Did this happen in the city you live in? If no, please tell us where in the space 
provided
 

Qstn. 13 Who did this to you?
                                                                               

Qstn. 14 Did you feel you needed support or help with this?
 

Qstn. 15 If yes, did you get the support you needed?

 

Qstn. 16 Who supported you? (you can tick more than one)

 

Qstn. 17 Do you feel you have been pushed or forced to do anything differently because 
of your experience of sexual harassment? (e.g not walk a certain route, change of dress 
etc.)

Based on those who said the harassment changed them, said this experienced
according to them made them to;

RECOMMENDATIONS AND STRATEGIES TO ADDRESS SEXUAL
HARASSMENT IN SCHOOLS/UNIVERSITIES

1. Policies and Procedures
All educational institutions are required to maintain a sexual harassment policy that 
dictates procedures to be followed when dealing with a sexual harassment complaint. 
This must be accompanied by information about domestic laws that complement the 
sexual harassment policy. These policies, in connection with domestic laws, will serve as 
guides for students and school administrators, teachers, counsellors and parents to 
safeguard students from peer to peer sexual harassment as well as sexual harassment 
by school officials or representatives.

2. Appointment of Designated Counsellors
Victims of sexual harassment can experience physical and psychological disorders. It is, 
therefore, the school’s responsibility to designate a qualified (licensed), safe, trusted, 
caring, and approachable counsellor to provide support and guidance to victims of 
sexual harassment. The counsellor would focus on providing guidance to the victims of 
sexual harassment, with the time, space, and autonomy needed, but at the same time 
being mindful of the fact that the school administrators need to be involved, as well as 
parents (especially in the case of minors). The school counsellor’s strategy in dealing with 
cases of sexual harassment could include: 
• collecting information;
• providing counselling services for victims;
• conducting an evaluation; and
• follow-up strategies.

3. Awareness Sessions for Students
 “I had to apply for my job location to be changed without stating

  clearly my reasons because she was my Boss”
Awareness sessions should be held with students to give them an overview of sexual 
harassment and how to recognise all forms of sexual harassment. Students must be 
taught the difference between friendly teasing and bullying as well as the difference 
between flirting and harassment. Behaviour expectations must be clearly defined and 
explained, and fair and consistent consequences need to be outlined and reinforced.  
 These sessions will equally serve as a platform to survey the students, in order to 
determine the levels of understanding of the subject matter and identify gaps in 
knowledge which will be bridged during the sessions. The sessions will be characterised 

by presentations from experts in the field and an opportunity for questions and answers. 
Discussions should focus on the following key topics:
• What is sexual harassment? 
• Why do some people behave in this way? 
• Why is it a problem? 
• How can it be addressed?
• What can you do if you are sexually harassed?

4.Training and Planning Meetings for School Representatives and/or 
Administrators
It is particularly essential that a meeting convening school representatives/administrator, 
counsellors, and nurses should be designed.
This meeting is designed to review all documents containing any reference to sexual 
harassment such as the school’s sexual harassment policies, procedures and sanctions 
contained in employee and student handbooks, and the national and international laws 
regarding sexual harassment. Moreover, the meeting will be used as a platform to raise 
awareness about the prevalence of sexual harassment among students (peer-to-peer 
and harassment by school officials or representatives) and the legal issues and 
implications.

5. School Curriculum
 It is especially important to integrate the subject of sexual harassment into the 
curriculum and make the discussions engaging, ongoing and age-appropriate. This will 
provide students with information about sexual harassment in order to reduce the inci-
dence of sexual harassment, encourage victims of sexual harassment to get help by 
reporting to adults, promote respectful behaviours with peers, and in general help those 
who experience sexual harassment.
 Because sexual violence occurs in a broader context that can include many forms 
of sexual violence, it is equally important to include the subject of sexual and gender 
violence into the school curriculum.
 Moreover, an introductory lesson appropriate for early primary and upper primary 
grades should be developed. The language used will be different from the language 
used when dealing with students in high school or university, especially considering many 
might not have heard of sex, or might have heard about sex and relationships from their 
peers or the internet.

6. Parent Involvement
 “I no longer speak to my uncles and some of my family members because   

 rather than doing me justice they told me to keep quiet and safe the family name”.

Getting parents involved is crucial in tackling sexual harassment within educational 
institutions, especially in the case of minors. It is therefore vital that parents are educated 
about sexual harassment and its harmful effects in order to help them identify 
harassment and respond appropriately. When harassment occurs, the family of the 
victim needs to be informed of the details so that the emotional and developmental 
needs of the victim can be addressed. The family of the perpetrators, when it comes to 
peer-to-peer sexual harassment, should equally be informed, and their involvement may 
be needed to avoid long-term emotional damage and to modify inappropriate 
behaviour.
 
7. Community Awareness
 “In my quarter, I seldom go to the store. Even if I need something so badly,  I prefer  

 substituting my need for something else”.

The subject of sexual harassment is a relatively “foreign” concept within the community in 
general. However, sexual harassment and gender violence within learning institutions is 
very prevalent and often goes unreported. This is particularly true when it relates to 
sexual harassment by school representatives or administrators. Therefore, awareness of 
this subject matter should be carried out, especially awareness wi thin the police and law 
enforcement authorities, civil society, law and policymakers, and community leaders. This 
will create an environment where victims of sexual harassment are comfortable with 
reporting such cases, and perpetrators are successfully prosecuted.

Glossary

Birthright: A particular right of possession or privilege one has from birth.
Sexual Harassment:  Behaviour by an individual or group, which is sexual in nature, that  
 makes the target feel distressed, intimidated or offended.
Quid pro quo: A favour or advantage granted or expected in return for something.
Maputo Protocol: The Protocol to the African Charter on Human and Peoples’ Rights on  
 the Rights of Women in Africa, better known as the Maputo Protocol, is an 
 international human rights instrument established by the African Union that went  
 into effect in 2005.
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Introductory Background
 Sexual harassment is not something that just happens because of fleeting
circumstance or desire. Rather, in every realm of society, it is driven by imbalances in 
power. Furthermore, men tend to hold far more positions of power in all sectors of the 
social, cultural and economic spheres. Even in female-dominated fields, men are more 
likely to be supervisors, principals, and managers.  Thus, men wield more control in
discourses of power. Further to this, race and racism, culture and cultural dictates, and 
society and socialization all add another layer to systemic power imbalances.
 Studies conducted across the African continent indicate that there are no sectors 
untouched by sexual harassment, nor unaffected by its impacts. Sexual harassment 
damages the lives, health, prospects, financial independence, and opportunities of its 
victims. Not only does sexual harassment cost businesses considerable legal fees, but it 
also results in lost productivity, morale, effectiveness, and talent. Tolerating or failing to 
adequately respond to sexual harassment restricts men, women and other targets’
economic security, access to opportunity, and advancement, ultimately preserving the 
status quo and its accompanying power imbalances that drive sexual harassment in the 
first place.
 All in all, Sexual Harassment is defined as:  an individual’s behaviour, which is sexual 
in nature, that makes the target feel distressed, intimidated or offended. Such behaviours 
include but are not limited to: Sexual comments or jokes; Physical behaviour; unwelcome 
sexual advances, touching, and various forms of sexual assault - Displaying photos,
pictures, or drawings of a sexual nature - Sending messages, emails, etc. with sexual 
content.
 The objectification of women and girls has continued for several centuries. Its
persistence prompts us to investigate how best state parties can protect everyone from 
these such violations. In many cultures, men are brought up to believe that behaviour 
which we now consider as sexual harassment is their birthright . To assert this right, some 
men seek to threaten women or emphasise their subordinate status while others seek to 
protest women's presence in the workplace. In contrast, other men seek to entertain 
themselves in a manner considered acceptable in many men's private lives or all-male 
environments; in turn, women have been conditioned to accept these harassments as 
inevitable despite the effects upon them. This paper, however, does not argue that 
women are the only victims of sexual harassment, but it must be noted that studies have 
shown that women are disproportionately impacted by sexual harassment. These acts of 
harassment have continued to be perpetrated with impunity even in countries where 
laws against discrimination and sexual harassment laws have been enacted or ratified.  
 The persistence of sexual harassment thus requires us to reinvent laws to ensure 

that laws protect everyone from ever experiencing sexual harassment. Consequently, in 
this paper, we will frame sexual harassment from a human rights perspective, discuss the 
national and regional frameworks, examine statistics from a research survey, and issue a 
call to action for the elimination of sexual harassment.

National Legal Framework for Sexual Harassment
 In Cameroon, Section 302 of the Penal Code defines sexual harassment as:  
 

 However, this discussion focuses 
on just one definition of what sexual 
harassment is. Sexual harassment 
cases fall into two broad and 
sometimes overlapping categories: 
quid pro quo harassment, in which the 
victim suffers an economic deprivation 
as the direct result of refusing the 
sexual advances of her supervisor; and 
hostile environment harassment, in 
which the victim endures various sorts 
of abuse of a sexually-charged nature 
from either a supervisor or co-workers. 
 Quid pro quo or “this for that” 

(“this” is the sex and “that” is the benefit)  is when someone in a position of authority, such 
as a teacher, supervisor, or employer conditions promotion/success/job-related
consequences on obtaining sexual favours. Should the person being harassed refuse to 
surrender to such a request, they face the risk of losing the benefits that were to follow.  In 
this case, and for the act to be considered as sexual harassment, it has to be explicitly or 
implicitly clear that further employment/promotion/success is contingent on the 
submission of the individual being harassed. Therefore, it has to be clear that accepting or 
denying such advances will be the basis for which decision affecting the individual will be 
made.  
 Hostile environment sexual harassment is when the harassment impacts work

performance or creates an intimidating, hostile, or offensive working environment for the 
person who is being harassed.  While this definition might be highly contested, its preva-
lence cannot be ignored. The argument here is how do we evaluate what an offensive, 
hostile or intimidating environment is? However, it is our position that for an environment 
to be hostile, it has to affect the individual either physically or psychologically. 
 Cameroon has ratified several international human rights treaties, and Article 45 of 
the constitution of Cameroon prescribes that duly approved or ratified treaties and
international agreements shall, following the publication, override national laws, provided 
the other party implements the said treaty or agreement. Cameroon is therefore obliged 
to provide the necessary legal and administrative framework to ensure that sexual 
harassment is eliminated or punished under the obligations discussed below.

International Definition of Sexual Harassment
 Most of the forms of sexual harassment that people face are unwelcome sexual 
advances and sex-based discrimination. Sexual harassment constitutes discrimination 
based on sex. The 1948 Universal Declaration of Human Rights, the International Covenant 
on Civil and Political Rights, the International Convention on Economic, Social and Cultural 
Rights, and the 1979 Convention on the Elimination of All Forms of Discrimination Against 
Women (CEDAW) have each denounced the forms of discrimination that women face. 
Sexual harassment is the disrespect of the principle of equal treatment with regards to 
access to employment and promotion, which includes sexual blackmail (as is the case in 
schools where marks are traded for sex).

General Recommendation 19 of the CEDAW Committee defines 
sexual harassment as: 

 
 Sexual harassment includes such unwelcome sexually determined behaviour as physical contact and 

advances, sexually coloured remarks, showing pornography and sexual demands, whether by words or actions. 
Such conduct can be humiliating and may constitute a health and safety problem; it is discriminatory when the 

woman has reasonable grounds to believe that her objection would disadvantage her in connection with her 
employment, including recruitment or promotion, or when it creates a hostile working environment. 

 
General Recommendation 19 of the CEDAW Committee recognises sexual harassment as 
gender-specific violence under the convention. The Committee notes that sexual harass-
ment occurs at places of employment and constitute a hostile work
environment for which there should be claims. 

Regional Definition of Sexual Harassment
 In Africa, the Maputo Protocol is outstanding in its articulation of sexual harassment. 
While Article 2(1) calls on states to ensure the elimination of all forms of discrimination 
that women and girls face, it also gives specific prescription as to how to protect women 
and girls from further harassment.
 
 Article 12 (1c) of the Maputo Protocol on the right to education and training calls on states to protect 

women, especially the girl-child from all forms of abuse, including sexual harassment in schools and other 
educational institutions and provide for sanctions against the perpetrators of such practices

 Article 12 (1d) also calls on 

states to provide access to counselling and rehabilitation services to women who 
suffer abuses and sexual harassment.

 Article 13 (c) 

ensure transparency in recruitment, promotion and dismissal of women and combat
and punish sexual harassment in the workplace;

 The Maputo Protocol is the only human rights document to recognise the need to 
eliminate sexual harassment in schools. It is also progressive in that it requires states to 
ensure that both public and private institutions set out a clear procedure in employment 
and promotion standards, thereby eliminating the possibility of quid pro quo harassment. 
If and when sexual harassment consequently happens, the Maputo Protocols requires 
that rehabilitation services be made available. 

Section 295 - Private indecency 
 Whoever in any place notwithstanding that it may not be open to the public 
commits an indecent act in the presence of any person of either sex and without his 
consent shall be punished with imprisonment from 15 days to 2 years or with fine from 
CFAF 10000 to CFAF 100000.
Section 81 (1) of Law N° 2010/012 of 21 December 2010 relating to cybersecurity and 
cybercriminal in Cameroon makes it criminal for any adult to use an electronic 
communication network or information system to make sexual proposals to minors 
below 15 years old or to a person having the features of a minor. The penalty shall be 
double the penalties stipulated in section 295 of the Penal Code. The penalty is doubled 
when an electronic communication devises was used. This is very important to the sexual 
harassment discussion as many things, adolescents are harassed online by their peers 
and other adults. 
 Section 296 - Rape Whoever by force or moral ascendency compels any person 
whether above or below the age of puberty to have sexual intercourse with him shall be 
punished with imprisonment for from 5 to 10 years.

Survey Rationale and Justification
 Sexual harassment is fuelled in part by the stories we tell ourselves and the 
narratives that we choose to believe. Many organisations are often driven to protect 
perceived high performers, superstars, creative geniuses, and other societal influencers 
at all costs. This is often driven by the belief that success, innovation, or survival is 
dependent on that one person, regardless of their behaviour. Narratives around the 
so-called “ideal worker” perpetuate a gender-harassing power dynamic rooted in the 
belief that women and others who do not conform to these traditional norms do not 
belong and cannot compete in the work or social world, and that men do not belong in 
caregiving. 
 These damaging mythologies not only drive rampant sexual harassment, but also 
foster abusive and toxic cultures that silence, undermine, and waste the talents and 
potential of many people. Denial - thinking that sexual harassment does not happen in, 
say, female-dominated environments, or that organisations have already eliminated it, is 
another dominant false narrative that provides fertile ground for sexual harassment to 
thrive.
 There are underlying patterns for sexual harassment, but those patterns do not 
capture the variations in experience by different groups of people in diverse contexts. 
Women of lower status and young girls are the most common targets of sexual 
harassment by perpetrators, who are typically men of higher status. However, sexual 
harassment in the workplace is by no means limited to this dynamic. Men, particularly 
those who do not conform to traditionally masculine norms, such as LGBTQ and 
gender-nonconforming individuals as well as others who are seen as outsiders, can be 
targeted. Women can be harassers as well.

Methodological Approach
 An online survey targeting children from the age of 10 to adults aged 60+ years was 
used. The rationale behind this clustering of targets was that at very tender ages, children 
are at risk of being sexually harassed by their parents, friends, caregivers, teachers and 
even strangers. At the teen and youth level, there are aspects of peer pressure that are 
intensified with regards to exposure to sexual content in online and offline spaces that 
directly concern sexual harassment. For those who are 35+ years, there are also unique 
components of sexual harassment that take place at places of business and work. Thus, it 
is clear that sexual harassment takes different forms in different contexts contingent on 
factors such as age level and class. 
 To this effect, a tool was developed on the SurveyPlanet platform with particular 
questions focused on understanding the case of sexual harassment in the context of 
Cameroon, and how it affects different persons based on factors such as social status, 
age, culture, and education level, among others. The survey ran for a period of 06 weeks. 
Besides the online survey, physical group discussions and informant interviews were 

administered to triangulate with the online findings. The results, which were analysed 
completely anonymously, will be used to    tackle core problems through the following 
strategies:
• Work with education institutions to develop Sexual Harassment Policies, 
• Advocate for the development of a Sexual Harassment Policy in business and 
workplace 
• Support government departments, organisations, education institutions and 
business enterprises to develop service charters that advocate against Sexual 
Harassment.
• Map capacity enhancement opportunities for different spaces where Sexual 
Harassment is prevalent

Ethical Standards 
 In order to guarantee that the ethical provisions in place and practised for research 
were adhered to and put into effect while engaging respondents during the survey 
process and to ensure that the process was beyond reproach, there was a deliberate 
action to ensure that the process frontloads documentation and reporting as a critical 
action.
 However, to ensure that the documentation aspect does not supersede the cultural, 
religious and social priorities of the respondents in question, the process ensured that the 
introduction to the survey made it clear that completing the survey was optional and one 
was at liberty to opt-out of questions that they considered infringing. 
 Lastly and most importantly, as the primary target category, the survey leads 
ensured that all protocols are observed on engagement with children (where applicable) 
in terms of security, confidentiality and their ownership and consent. Information gathered 
therein was not to be shared with any third party in any form without the prior written 
approval of a duly authorised person.

SURVEY QUESTIONS
Qstn.1; What is your  gender?

Qstn.2; Which town do you live in?
Of the total number of respondents, which stood at 415 individuals, 309 respondents were 
from the Buea area whilst 106 were from other areas. There were two responses from 
Nairobi, Kenya. Kindly study the annexure for raw data on the respondents’ locations.

Qstn.3; How old are you?

 

Qstn. 4; What faith group would you say you belong to?

 

Qstn. 5; Have you ever experienced sexual harassment?

Qstn. 6; How often has this happened to you? (you can tick more than one)

 

Qstn. 7; What type(s) of sexual harassment have you experienced? (you can tick more 
than one)

 

Qstn. 8; Please rate the following situations of harassment, as common and rare accord-
ing to your knowledge/ experience. (1=Rare, 2=Common, 3=Very Common)
 

 
Qstn. 9; Please rate the following situations of harassment, in terms of severity as felt by 
you. (1= Rare, 2= Common, 3 = Very Common)
Scoring
 

Qstn. 10 How did the situation make you feel? (you can tick more than one)

 

Qstn. 11 Where did this happen to you? (you can tick more than one)

                                                                                 

Qstn. 12 Did this happen in the city you live in? If no, please tell us where in the space 
provided
 

Qstn. 13 Who did this to you?
                                                                               

Qstn. 14 Did you feel you needed support or help with this?
 

Qstn. 15 If yes, did you get the support you needed?

 

Qstn. 16 Who supported you? (you can tick more than one)

 

Qstn. 17 Do you feel you have been pushed or forced to do anything differently because 
of your experience of sexual harassment? (e.g not walk a certain route, change of dress 
etc.)

Based on those who said the harassment changed them, said this experienced
according to them made them to;

RECOMMENDATIONS AND STRATEGIES TO ADDRESS SEXUAL
HARASSMENT IN SCHOOLS/UNIVERSITIES

1. Policies and Procedures
All educational institutions are required to maintain a sexual harassment policy that 
dictates procedures to be followed when dealing with a sexual harassment complaint. 
This must be accompanied by information about domestic laws that complement the 
sexual harassment policy. These policies, in connection with domestic laws, will serve as 
guides for students and school administrators, teachers, counsellors and parents to 
safeguard students from peer to peer sexual harassment as well as sexual harassment 
by school officials or representatives.

2. Appointment of Designated Counsellors
Victims of sexual harassment can experience physical and psychological disorders. It is, 
therefore, the school’s responsibility to designate a qualified (licensed), safe, trusted, 
caring, and approachable counsellor to provide support and guidance to victims of 
sexual harassment. The counsellor would focus on providing guidance to the victims of 
sexual harassment, with the time, space, and autonomy needed, but at the same time 
being mindful of the fact that the school administrators need to be involved, as well as 
parents (especially in the case of minors). The school counsellor’s strategy in dealing with 
cases of sexual harassment could include: 
• collecting information;
• providing counselling services for victims;
• conducting an evaluation; and
• follow-up strategies.

3. Awareness Sessions for Students
 “I had to apply for my job location to be changed without stating

  clearly my reasons because she was my Boss”
Awareness sessions should be held with students to give them an overview of sexual 
harassment and how to recognise all forms of sexual harassment. Students must be 
taught the difference between friendly teasing and bullying as well as the difference 
between flirting and harassment. Behaviour expectations must be clearly defined and 
explained, and fair and consistent consequences need to be outlined and reinforced.  
 These sessions will equally serve as a platform to survey the students, in order to 
determine the levels of understanding of the subject matter and identify gaps in 
knowledge which will be bridged during the sessions. The sessions will be characterised 

by presentations from experts in the field and an opportunity for questions and answers. 
Discussions should focus on the following key topics:
• What is sexual harassment? 
• Why do some people behave in this way? 
• Why is it a problem? 
• How can it be addressed?
• What can you do if you are sexually harassed?

4.Training and Planning Meetings for School Representatives and/or 
Administrators
It is particularly essential that a meeting convening school representatives/administrator, 
counsellors, and nurses should be designed.
This meeting is designed to review all documents containing any reference to sexual 
harassment such as the school’s sexual harassment policies, procedures and sanctions 
contained in employee and student handbooks, and the national and international laws 
regarding sexual harassment. Moreover, the meeting will be used as a platform to raise 
awareness about the prevalence of sexual harassment among students (peer-to-peer 
and harassment by school officials or representatives) and the legal issues and 
implications.

5. School Curriculum
 It is especially important to integrate the subject of sexual harassment into the 
curriculum and make the discussions engaging, ongoing and age-appropriate. This will 
provide students with information about sexual harassment in order to reduce the inci-
dence of sexual harassment, encourage victims of sexual harassment to get help by 
reporting to adults, promote respectful behaviours with peers, and in general help those 
who experience sexual harassment.
 Because sexual violence occurs in a broader context that can include many forms 
of sexual violence, it is equally important to include the subject of sexual and gender 
violence into the school curriculum.
 Moreover, an introductory lesson appropriate for early primary and upper primary 
grades should be developed. The language used will be different from the language 
used when dealing with students in high school or university, especially considering many 
might not have heard of sex, or might have heard about sex and relationships from their 
peers or the internet.

6. Parent Involvement
 “I no longer speak to my uncles and some of my family members because   

 rather than doing me justice they told me to keep quiet and safe the family name”.

Getting parents involved is crucial in tackling sexual harassment within educational 
institutions, especially in the case of minors. It is therefore vital that parents are educated 
about sexual harassment and its harmful effects in order to help them identify 
harassment and respond appropriately. When harassment occurs, the family of the 
victim needs to be informed of the details so that the emotional and developmental 
needs of the victim can be addressed. The family of the perpetrators, when it comes to 
peer-to-peer sexual harassment, should equally be informed, and their involvement may 
be needed to avoid long-term emotional damage and to modify inappropriate 
behaviour.
 
7. Community Awareness
 “In my quarter, I seldom go to the store. Even if I need something so badly,  I prefer  

 substituting my need for something else”.

The subject of sexual harassment is a relatively “foreign” concept within the community in 
general. However, sexual harassment and gender violence within learning institutions is 
very prevalent and often goes unreported. This is particularly true when it relates to 
sexual harassment by school representatives or administrators. Therefore, awareness of 
this subject matter should be carried out, especially awareness wi thin the police and law 
enforcement authorities, civil society, law and policymakers, and community leaders. This 
will create an environment where victims of sexual harassment are comfortable with 
reporting such cases, and perpetrators are successfully prosecuted.

Glossary

Birthright: A particular right of possession or privilege one has from birth.
Sexual Harassment:  Behaviour by an individual or group, which is sexual in nature, that  
 makes the target feel distressed, intimidated or offended.
Quid pro quo: A favour or advantage granted or expected in return for something.
Maputo Protocol: The Protocol to the African Charter on Human and Peoples’ Rights on  
 the Rights of Women in Africa, better known as the Maputo Protocol, is an 
 international human rights instrument established by the African Union that went  
 into effect in 2005.
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Introductory Background
 Sexual harassment is not something that just happens because of fleeting
circumstance or desire. Rather, in every realm of society, it is driven by imbalances in 
power. Furthermore, men tend to hold far more positions of power in all sectors of the 
social, cultural and economic spheres. Even in female-dominated fields, men are more 
likely to be supervisors, principals, and managers.  Thus, men wield more control in
discourses of power. Further to this, race and racism, culture and cultural dictates, and 
society and socialization all add another layer to systemic power imbalances.
 Studies conducted across the African continent indicate that there are no sectors 
untouched by sexual harassment, nor unaffected by its impacts. Sexual harassment 
damages the lives, health, prospects, financial independence, and opportunities of its 
victims. Not only does sexual harassment cost businesses considerable legal fees, but it 
also results in lost productivity, morale, effectiveness, and talent. Tolerating or failing to 
adequately respond to sexual harassment restricts men, women and other targets’
economic security, access to opportunity, and advancement, ultimately preserving the 
status quo and its accompanying power imbalances that drive sexual harassment in the 
first place.
 All in all, Sexual Harassment is defined as:  an individual’s behaviour, which is sexual 
in nature, that makes the target feel distressed, intimidated or offended. Such behaviours 
include but are not limited to: Sexual comments or jokes; Physical behaviour; unwelcome 
sexual advances, touching, and various forms of sexual assault - Displaying photos,
pictures, or drawings of a sexual nature - Sending messages, emails, etc. with sexual 
content.
 The objectification of women and girls has continued for several centuries. Its
persistence prompts us to investigate how best state parties can protect everyone from 
these such violations. In many cultures, men are brought up to believe that behaviour 
which we now consider as sexual harassment is their birthright . To assert this right, some 
men seek to threaten women or emphasise their subordinate status while others seek to 
protest women's presence in the workplace. In contrast, other men seek to entertain 
themselves in a manner considered acceptable in many men's private lives or all-male 
environments; in turn, women have been conditioned to accept these harassments as 
inevitable despite the effects upon them. This paper, however, does not argue that 
women are the only victims of sexual harassment, but it must be noted that studies have 
shown that women are disproportionately impacted by sexual harassment. These acts of 
harassment have continued to be perpetrated with impunity even in countries where 
laws against discrimination and sexual harassment laws have been enacted or ratified.  
 The persistence of sexual harassment thus requires us to reinvent laws to ensure 

that laws protect everyone from ever experiencing sexual harassment. Consequently, in 
this paper, we will frame sexual harassment from a human rights perspective, discuss the 
national and regional frameworks, examine statistics from a research survey, and issue a 
call to action for the elimination of sexual harassment.

National Legal Framework for Sexual Harassment
 In Cameroon, Section 302 of the Penal Code defines sexual harassment as:  
 

 However, this discussion focuses 
on just one definition of what sexual 
harassment is. Sexual harassment 
cases fall into two broad and 
sometimes overlapping categories: 
quid pro quo harassment, in which the 
victim suffers an economic deprivation 
as the direct result of refusing the 
sexual advances of her supervisor; and 
hostile environment harassment, in 
which the victim endures various sorts 
of abuse of a sexually-charged nature 
from either a supervisor or co-workers. 
 Quid pro quo or “this for that” 

(“this” is the sex and “that” is the benefit)  is when someone in a position of authority, such 
as a teacher, supervisor, or employer conditions promotion/success/job-related
consequences on obtaining sexual favours. Should the person being harassed refuse to 
surrender to such a request, they face the risk of losing the benefits that were to follow.  In 
this case, and for the act to be considered as sexual harassment, it has to be explicitly or 
implicitly clear that further employment/promotion/success is contingent on the 
submission of the individual being harassed. Therefore, it has to be clear that accepting or 
denying such advances will be the basis for which decision affecting the individual will be 
made.  
 Hostile environment sexual harassment is when the harassment impacts work

performance or creates an intimidating, hostile, or offensive working environment for the 
person who is being harassed.  While this definition might be highly contested, its preva-
lence cannot be ignored. The argument here is how do we evaluate what an offensive, 
hostile or intimidating environment is? However, it is our position that for an environment 
to be hostile, it has to affect the individual either physically or psychologically. 
 Cameroon has ratified several international human rights treaties, and Article 45 of 
the constitution of Cameroon prescribes that duly approved or ratified treaties and
international agreements shall, following the publication, override national laws, provided 
the other party implements the said treaty or agreement. Cameroon is therefore obliged 
to provide the necessary legal and administrative framework to ensure that sexual 
harassment is eliminated or punished under the obligations discussed below.

International Definition of Sexual Harassment
 Most of the forms of sexual harassment that people face are unwelcome sexual 
advances and sex-based discrimination. Sexual harassment constitutes discrimination 
based on sex. The 1948 Universal Declaration of Human Rights, the International Covenant 
on Civil and Political Rights, the International Convention on Economic, Social and Cultural 
Rights, and the 1979 Convention on the Elimination of All Forms of Discrimination Against 
Women (CEDAW) have each denounced the forms of discrimination that women face. 
Sexual harassment is the disrespect of the principle of equal treatment with regards to 
access to employment and promotion, which includes sexual blackmail (as is the case in 
schools where marks are traded for sex).

General Recommendation 19 of the CEDAW Committee defines 
sexual harassment as: 

 
 Sexual harassment includes such unwelcome sexually determined behaviour as physical contact and 

advances, sexually coloured remarks, showing pornography and sexual demands, whether by words or actions. 
Such conduct can be humiliating and may constitute a health and safety problem; it is discriminatory when the 

woman has reasonable grounds to believe that her objection would disadvantage her in connection with her 
employment, including recruitment or promotion, or when it creates a hostile working environment. 

 
General Recommendation 19 of the CEDAW Committee recognises sexual harassment as 
gender-specific violence under the convention. The Committee notes that sexual harass-
ment occurs at places of employment and constitute a hostile work
environment for which there should be claims. 

Regional Definition of Sexual Harassment
 In Africa, the Maputo Protocol is outstanding in its articulation of sexual harassment. 
While Article 2(1) calls on states to ensure the elimination of all forms of discrimination 
that women and girls face, it also gives specific prescription as to how to protect women 
and girls from further harassment.
 
 Article 12 (1c) of the Maputo Protocol on the right to education and training calls on states to protect 

women, especially the girl-child from all forms of abuse, including sexual harassment in schools and other 
educational institutions and provide for sanctions against the perpetrators of such practices

 Article 12 (1d) also calls on 

states to provide access to counselling and rehabilitation services to women who 
suffer abuses and sexual harassment.

 Article 13 (c) 

ensure transparency in recruitment, promotion and dismissal of women and combat
and punish sexual harassment in the workplace;

 The Maputo Protocol is the only human rights document to recognise the need to 
eliminate sexual harassment in schools. It is also progressive in that it requires states to 
ensure that both public and private institutions set out a clear procedure in employment 
and promotion standards, thereby eliminating the possibility of quid pro quo harassment. 
If and when sexual harassment consequently happens, the Maputo Protocols requires 
that rehabilitation services be made available. 

Section 295 - Private indecency 
 Whoever in any place notwithstanding that it may not be open to the public 
commits an indecent act in the presence of any person of either sex and without his 
consent shall be punished with imprisonment from 15 days to 2 years or with fine from 
CFAF 10000 to CFAF 100000.
Section 81 (1) of Law N° 2010/012 of 21 December 2010 relating to cybersecurity and 
cybercriminal in Cameroon makes it criminal for any adult to use an electronic 
communication network or information system to make sexual proposals to minors 
below 15 years old or to a person having the features of a minor. The penalty shall be 
double the penalties stipulated in section 295 of the Penal Code. The penalty is doubled 
when an electronic communication devises was used. This is very important to the sexual 
harassment discussion as many things, adolescents are harassed online by their peers 
and other adults. 
 Section 296 - Rape Whoever by force or moral ascendency compels any person 
whether above or below the age of puberty to have sexual intercourse with him shall be 
punished with imprisonment for from 5 to 10 years.

Survey Rationale and Justification
 Sexual harassment is fuelled in part by the stories we tell ourselves and the 
narratives that we choose to believe. Many organisations are often driven to protect 
perceived high performers, superstars, creative geniuses, and other societal influencers 
at all costs. This is often driven by the belief that success, innovation, or survival is 
dependent on that one person, regardless of their behaviour. Narratives around the 
so-called “ideal worker” perpetuate a gender-harassing power dynamic rooted in the 
belief that women and others who do not conform to these traditional norms do not 
belong and cannot compete in the work or social world, and that men do not belong in 
caregiving. 
 These damaging mythologies not only drive rampant sexual harassment, but also 
foster abusive and toxic cultures that silence, undermine, and waste the talents and 
potential of many people. Denial - thinking that sexual harassment does not happen in, 
say, female-dominated environments, or that organisations have already eliminated it, is 
another dominant false narrative that provides fertile ground for sexual harassment to 
thrive.
 There are underlying patterns for sexual harassment, but those patterns do not 
capture the variations in experience by different groups of people in diverse contexts. 
Women of lower status and young girls are the most common targets of sexual 
harassment by perpetrators, who are typically men of higher status. However, sexual 
harassment in the workplace is by no means limited to this dynamic. Men, particularly 
those who do not conform to traditionally masculine norms, such as LGBTQ and 
gender-nonconforming individuals as well as others who are seen as outsiders, can be 
targeted. Women can be harassers as well.

Methodological Approach
 An online survey targeting children from the age of 10 to adults aged 60+ years was 
used. The rationale behind this clustering of targets was that at very tender ages, children 
are at risk of being sexually harassed by their parents, friends, caregivers, teachers and 
even strangers. At the teen and youth level, there are aspects of peer pressure that are 
intensified with regards to exposure to sexual content in online and offline spaces that 
directly concern sexual harassment. For those who are 35+ years, there are also unique 
components of sexual harassment that take place at places of business and work. Thus, it 
is clear that sexual harassment takes different forms in different contexts contingent on 
factors such as age level and class. 
 To this effect, a tool was developed on the SurveyPlanet platform with particular 
questions focused on understanding the case of sexual harassment in the context of 
Cameroon, and how it affects different persons based on factors such as social status, 
age, culture, and education level, among others. The survey ran for a period of 06 weeks. 
Besides the online survey, physical group discussions and informant interviews were 

administered to triangulate with the online findings. The results, which were analysed 
completely anonymously, will be used to    tackle core problems through the following 
strategies:
• Work with education institutions to develop Sexual Harassment Policies, 
• Advocate for the development of a Sexual Harassment Policy in business and 
workplace 
• Support government departments, organisations, education institutions and 
business enterprises to develop service charters that advocate against Sexual 
Harassment.
• Map capacity enhancement opportunities for different spaces where Sexual 
Harassment is prevalent

Ethical Standards 
 In order to guarantee that the ethical provisions in place and practised for research 
were adhered to and put into effect while engaging respondents during the survey 
process and to ensure that the process was beyond reproach, there was a deliberate 
action to ensure that the process frontloads documentation and reporting as a critical 
action.
 However, to ensure that the documentation aspect does not supersede the cultural, 
religious and social priorities of the respondents in question, the process ensured that the 
introduction to the survey made it clear that completing the survey was optional and one 
was at liberty to opt-out of questions that they considered infringing. 
 Lastly and most importantly, as the primary target category, the survey leads 
ensured that all protocols are observed on engagement with children (where applicable) 
in terms of security, confidentiality and their ownership and consent. Information gathered 
therein was not to be shared with any third party in any form without the prior written 
approval of a duly authorised person.

SURVEY QUESTIONS
Qstn.1; What is your  gender?

Qstn.2; Which town do you live in?
Of the total number of respondents, which stood at 415 individuals, 309 respondents were 
from the Buea area whilst 106 were from other areas. There were two responses from 
Nairobi, Kenya. Kindly study the annexure for raw data on the respondents’ locations.

Qstn.3; How old are you?

 

Qstn. 4; What faith group would you say you belong to?

 

Qstn. 5; Have you ever experienced sexual harassment?

Qstn. 6; How often has this happened to you? (you can tick more than one)

 

Qstn. 7; What type(s) of sexual harassment have you experienced? (you can tick more 
than one)

 

Qstn. 8; Please rate the following situations of harassment, as common and rare accord-
ing to your knowledge/ experience. (1=Rare, 2=Common, 3=Very Common)
 

 
Qstn. 9; Please rate the following situations of harassment, in terms of severity as felt by 
you. (1= Rare, 2= Common, 3 = Very Common)
Scoring
 

Qstn. 10 How did the situation make you feel? (you can tick more than one)

 

Qstn. 11 Where did this happen to you? (you can tick more than one)

                                                                                 

Qstn. 12 Did this happen in the city you live in? If no, please tell us where in the space 
provided
 

Qstn. 13 Who did this to you?
                                                                               

Qstn. 14 Did you feel you needed support or help with this?
 

Qstn. 15 If yes, did you get the support you needed?

 

Qstn. 16 Who supported you? (you can tick more than one)

 

Qstn. 17 Do you feel you have been pushed or forced to do anything differently because 
of your experience of sexual harassment? (e.g not walk a certain route, change of dress 
etc.)

Based on those who said the harassment changed them, said this experienced
according to them made them to;

RECOMMENDATIONS AND STRATEGIES TO ADDRESS SEXUAL
HARASSMENT IN SCHOOLS/UNIVERSITIES

1. Policies and Procedures
All educational institutions are required to maintain a sexual harassment policy that 
dictates procedures to be followed when dealing with a sexual harassment complaint. 
This must be accompanied by information about domestic laws that complement the 
sexual harassment policy. These policies, in connection with domestic laws, will serve as 
guides for students and school administrators, teachers, counsellors and parents to 
safeguard students from peer to peer sexual harassment as well as sexual harassment 
by school officials or representatives.

2. Appointment of Designated Counsellors
Victims of sexual harassment can experience physical and psychological disorders. It is, 
therefore, the school’s responsibility to designate a qualified (licensed), safe, trusted, 
caring, and approachable counsellor to provide support and guidance to victims of 
sexual harassment. The counsellor would focus on providing guidance to the victims of 
sexual harassment, with the time, space, and autonomy needed, but at the same time 
being mindful of the fact that the school administrators need to be involved, as well as 
parents (especially in the case of minors). The school counsellor’s strategy in dealing with 
cases of sexual harassment could include: 
• collecting information;
• providing counselling services for victims;
• conducting an evaluation; and
• follow-up strategies.

3. Awareness Sessions for Students
 “I had to apply for my job location to be changed without stating

  clearly my reasons because she was my Boss”
Awareness sessions should be held with students to give them an overview of sexual 
harassment and how to recognise all forms of sexual harassment. Students must be 
taught the difference between friendly teasing and bullying as well as the difference 
between flirting and harassment. Behaviour expectations must be clearly defined and 
explained, and fair and consistent consequences need to be outlined and reinforced.  
 These sessions will equally serve as a platform to survey the students, in order to 
determine the levels of understanding of the subject matter and identify gaps in 
knowledge which will be bridged during the sessions. The sessions will be characterised 

by presentations from experts in the field and an opportunity for questions and answers. 
Discussions should focus on the following key topics:
• What is sexual harassment? 
• Why do some people behave in this way? 
• Why is it a problem? 
• How can it be addressed?
• What can you do if you are sexually harassed?

4.Training and Planning Meetings for School Representatives and/or 
Administrators
It is particularly essential that a meeting convening school representatives/administrator, 
counsellors, and nurses should be designed.
This meeting is designed to review all documents containing any reference to sexual 
harassment such as the school’s sexual harassment policies, procedures and sanctions 
contained in employee and student handbooks, and the national and international laws 
regarding sexual harassment. Moreover, the meeting will be used as a platform to raise 
awareness about the prevalence of sexual harassment among students (peer-to-peer 
and harassment by school officials or representatives) and the legal issues and 
implications.

5. School Curriculum
 It is especially important to integrate the subject of sexual harassment into the 
curriculum and make the discussions engaging, ongoing and age-appropriate. This will 
provide students with information about sexual harassment in order to reduce the inci-
dence of sexual harassment, encourage victims of sexual harassment to get help by 
reporting to adults, promote respectful behaviours with peers, and in general help those 
who experience sexual harassment.
 Because sexual violence occurs in a broader context that can include many forms 
of sexual violence, it is equally important to include the subject of sexual and gender 
violence into the school curriculum.
 Moreover, an introductory lesson appropriate for early primary and upper primary 
grades should be developed. The language used will be different from the language 
used when dealing with students in high school or university, especially considering many 
might not have heard of sex, or might have heard about sex and relationships from their 
peers or the internet.

6. Parent Involvement
 “I no longer speak to my uncles and some of my family members because   

 rather than doing me justice they told me to keep quiet and safe the family name”.

Getting parents involved is crucial in tackling sexual harassment within educational 
institutions, especially in the case of minors. It is therefore vital that parents are educated 
about sexual harassment and its harmful effects in order to help them identify 
harassment and respond appropriately. When harassment occurs, the family of the 
victim needs to be informed of the details so that the emotional and developmental 
needs of the victim can be addressed. The family of the perpetrators, when it comes to 
peer-to-peer sexual harassment, should equally be informed, and their involvement may 
be needed to avoid long-term emotional damage and to modify inappropriate 
behaviour.
 
7. Community Awareness
 “In my quarter, I seldom go to the store. Even if I need something so badly,  I prefer  

 substituting my need for something else”.

The subject of sexual harassment is a relatively “foreign” concept within the community in 
general. However, sexual harassment and gender violence within learning institutions is 
very prevalent and often goes unreported. This is particularly true when it relates to 
sexual harassment by school representatives or administrators. Therefore, awareness of 
this subject matter should be carried out, especially awareness wi thin the police and law 
enforcement authorities, civil society, law and policymakers, and community leaders. This 
will create an environment where victims of sexual harassment are comfortable with 
reporting such cases, and perpetrators are successfully prosecuted.

Glossary

Birthright: A particular right of possession or privilege one has from birth.
Sexual Harassment:  Behaviour by an individual or group, which is sexual in nature, that  
 makes the target feel distressed, intimidated or offended.
Quid pro quo: A favour or advantage granted or expected in return for something.
Maputo Protocol: The Protocol to the African Charter on Human and Peoples’ Rights on  
 the Rights of Women in Africa, better known as the Maputo Protocol, is an 
 international human rights instrument established by the African Union that went  
 into effect in 2005.
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Introductory Background
 Sexual harassment is not something that just happens because of fleeting
circumstance or desire. Rather, in every realm of society, it is driven by imbalances in 
power. Furthermore, men tend to hold far more positions of power in all sectors of the 
social, cultural and economic spheres. Even in female-dominated fields, men are more 
likely to be supervisors, principals, and managers.  Thus, men wield more control in
discourses of power. Further to this, race and racism, culture and cultural dictates, and 
society and socialization all add another layer to systemic power imbalances.
 Studies conducted across the African continent indicate that there are no sectors 
untouched by sexual harassment, nor unaffected by its impacts. Sexual harassment 
damages the lives, health, prospects, financial independence, and opportunities of its 
victims. Not only does sexual harassment cost businesses considerable legal fees, but it 
also results in lost productivity, morale, effectiveness, and talent. Tolerating or failing to 
adequately respond to sexual harassment restricts men, women and other targets’
economic security, access to opportunity, and advancement, ultimately preserving the 
status quo and its accompanying power imbalances that drive sexual harassment in the 
first place.
 All in all, Sexual Harassment is defined as:  an individual’s behaviour, which is sexual 
in nature, that makes the target feel distressed, intimidated or offended. Such behaviours 
include but are not limited to: Sexual comments or jokes; Physical behaviour; unwelcome 
sexual advances, touching, and various forms of sexual assault - Displaying photos,
pictures, or drawings of a sexual nature - Sending messages, emails, etc. with sexual 
content.
 The objectification of women and girls has continued for several centuries. Its
persistence prompts us to investigate how best state parties can protect everyone from 
these such violations. In many cultures, men are brought up to believe that behaviour 
which we now consider as sexual harassment is their birthright . To assert this right, some 
men seek to threaten women or emphasise their subordinate status while others seek to 
protest women's presence in the workplace. In contrast, other men seek to entertain 
themselves in a manner considered acceptable in many men's private lives or all-male 
environments; in turn, women have been conditioned to accept these harassments as 
inevitable despite the effects upon them. This paper, however, does not argue that 
women are the only victims of sexual harassment, but it must be noted that studies have 
shown that women are disproportionately impacted by sexual harassment. These acts of 
harassment have continued to be perpetrated with impunity even in countries where 
laws against discrimination and sexual harassment laws have been enacted or ratified.  
 The persistence of sexual harassment thus requires us to reinvent laws to ensure 

that laws protect everyone from ever experiencing sexual harassment. Consequently, in 
this paper, we will frame sexual harassment from a human rights perspective, discuss the 
national and regional frameworks, examine statistics from a research survey, and issue a 
call to action for the elimination of sexual harassment.

National Legal Framework for Sexual Harassment
 In Cameroon, Section 302 of the Penal Code defines sexual harassment as:  
 

 However, this discussion focuses 
on just one definition of what sexual 
harassment is. Sexual harassment 
cases fall into two broad and 
sometimes overlapping categories: 
quid pro quo harassment, in which the 
victim suffers an economic deprivation 
as the direct result of refusing the 
sexual advances of her supervisor; and 
hostile environment harassment, in 
which the victim endures various sorts 
of abuse of a sexually-charged nature 
from either a supervisor or co-workers. 
 Quid pro quo or “this for that” 

(“this” is the sex and “that” is the benefit)  is when someone in a position of authority, such 
as a teacher, supervisor, or employer conditions promotion/success/job-related
consequences on obtaining sexual favours. Should the person being harassed refuse to 
surrender to such a request, they face the risk of losing the benefits that were to follow.  In 
this case, and for the act to be considered as sexual harassment, it has to be explicitly or 
implicitly clear that further employment/promotion/success is contingent on the 
submission of the individual being harassed. Therefore, it has to be clear that accepting or 
denying such advances will be the basis for which decision affecting the individual will be 
made.  
 Hostile environment sexual harassment is when the harassment impacts work

performance or creates an intimidating, hostile, or offensive working environment for the 
person who is being harassed.  While this definition might be highly contested, its preva-
lence cannot be ignored. The argument here is how do we evaluate what an offensive, 
hostile or intimidating environment is? However, it is our position that for an environment 
to be hostile, it has to affect the individual either physically or psychologically. 
 Cameroon has ratified several international human rights treaties, and Article 45 of 
the constitution of Cameroon prescribes that duly approved or ratified treaties and
international agreements shall, following the publication, override national laws, provided 
the other party implements the said treaty or agreement. Cameroon is therefore obliged 
to provide the necessary legal and administrative framework to ensure that sexual 
harassment is eliminated or punished under the obligations discussed below.

International Definition of Sexual Harassment
 Most of the forms of sexual harassment that people face are unwelcome sexual 
advances and sex-based discrimination. Sexual harassment constitutes discrimination 
based on sex. The 1948 Universal Declaration of Human Rights, the International Covenant 
on Civil and Political Rights, the International Convention on Economic, Social and Cultural 
Rights, and the 1979 Convention on the Elimination of All Forms of Discrimination Against 
Women (CEDAW) have each denounced the forms of discrimination that women face. 
Sexual harassment is the disrespect of the principle of equal treatment with regards to 
access to employment and promotion, which includes sexual blackmail (as is the case in 
schools where marks are traded for sex).

General Recommendation 19 of the CEDAW Committee defines 
sexual harassment as: 

 
 Sexual harassment includes such unwelcome sexually determined behaviour as physical contact and 

advances, sexually coloured remarks, showing pornography and sexual demands, whether by words or actions. 
Such conduct can be humiliating and may constitute a health and safety problem; it is discriminatory when the 

woman has reasonable grounds to believe that her objection would disadvantage her in connection with her 
employment, including recruitment or promotion, or when it creates a hostile working environment. 

 
General Recommendation 19 of the CEDAW Committee recognises sexual harassment as 
gender-specific violence under the convention. The Committee notes that sexual harass-
ment occurs at places of employment and constitute a hostile work
environment for which there should be claims. 

Regional Definition of Sexual Harassment
 In Africa, the Maputo Protocol is outstanding in its articulation of sexual harassment. 
While Article 2(1) calls on states to ensure the elimination of all forms of discrimination 
that women and girls face, it also gives specific prescription as to how to protect women 
and girls from further harassment.
 
 Article 12 (1c) of the Maputo Protocol on the right to education and training calls on states to protect 

women, especially the girl-child from all forms of abuse, including sexual harassment in schools and other 
educational institutions and provide for sanctions against the perpetrators of such practices

 Article 12 (1d) also calls on 

states to provide access to counselling and rehabilitation services to women who 
suffer abuses and sexual harassment.

 Article 13 (c) 

ensure transparency in recruitment, promotion and dismissal of women and combat
and punish sexual harassment in the workplace;

 The Maputo Protocol is the only human rights document to recognise the need to 
eliminate sexual harassment in schools. It is also progressive in that it requires states to 
ensure that both public and private institutions set out a clear procedure in employment 
and promotion standards, thereby eliminating the possibility of quid pro quo harassment. 
If and when sexual harassment consequently happens, the Maputo Protocols requires 
that rehabilitation services be made available. 

Section 295 - Private indecency 
 Whoever in any place notwithstanding that it may not be open to the public 
commits an indecent act in the presence of any person of either sex and without his 
consent shall be punished with imprisonment from 15 days to 2 years or with fine from 
CFAF 10000 to CFAF 100000.
Section 81 (1) of Law N° 2010/012 of 21 December 2010 relating to cybersecurity and 
cybercriminal in Cameroon makes it criminal for any adult to use an electronic 
communication network or information system to make sexual proposals to minors 
below 15 years old or to a person having the features of a minor. The penalty shall be 
double the penalties stipulated in section 295 of the Penal Code. The penalty is doubled 
when an electronic communication devises was used. This is very important to the sexual 
harassment discussion as many things, adolescents are harassed online by their peers 
and other adults. 
 Section 296 - Rape Whoever by force or moral ascendency compels any person 
whether above or below the age of puberty to have sexual intercourse with him shall be 
punished with imprisonment for from 5 to 10 years.

Survey Rationale and Justification
 Sexual harassment is fuelled in part by the stories we tell ourselves and the 
narratives that we choose to believe. Many organisations are often driven to protect 
perceived high performers, superstars, creative geniuses, and other societal influencers 
at all costs. This is often driven by the belief that success, innovation, or survival is 
dependent on that one person, regardless of their behaviour. Narratives around the 
so-called “ideal worker” perpetuate a gender-harassing power dynamic rooted in the 
belief that women and others who do not conform to these traditional norms do not 
belong and cannot compete in the work or social world, and that men do not belong in 
caregiving. 
 These damaging mythologies not only drive rampant sexual harassment, but also 
foster abusive and toxic cultures that silence, undermine, and waste the talents and 
potential of many people. Denial - thinking that sexual harassment does not happen in, 
say, female-dominated environments, or that organisations have already eliminated it, is 
another dominant false narrative that provides fertile ground for sexual harassment to 
thrive.
 There are underlying patterns for sexual harassment, but those patterns do not 
capture the variations in experience by different groups of people in diverse contexts. 
Women of lower status and young girls are the most common targets of sexual 
harassment by perpetrators, who are typically men of higher status. However, sexual 
harassment in the workplace is by no means limited to this dynamic. Men, particularly 
those who do not conform to traditionally masculine norms, such as LGBTQ and 
gender-nonconforming individuals as well as others who are seen as outsiders, can be 
targeted. Women can be harassers as well.

Methodological Approach
 An online survey targeting children from the age of 10 to adults aged 60+ years was 
used. The rationale behind this clustering of targets was that at very tender ages, children 
are at risk of being sexually harassed by their parents, friends, caregivers, teachers and 
even strangers. At the teen and youth level, there are aspects of peer pressure that are 
intensified with regards to exposure to sexual content in online and offline spaces that 
directly concern sexual harassment. For those who are 35+ years, there are also unique 
components of sexual harassment that take place at places of business and work. Thus, it 
is clear that sexual harassment takes different forms in different contexts contingent on 
factors such as age level and class. 
 To this effect, a tool was developed on the SurveyPlanet platform with particular 
questions focused on understanding the case of sexual harassment in the context of 
Cameroon, and how it affects different persons based on factors such as social status, 
age, culture, and education level, among others. The survey ran for a period of 06 weeks. 
Besides the online survey, physical group discussions and informant interviews were 

administered to triangulate with the online findings. The results, which were analysed 
completely anonymously, will be used to    tackle core problems through the following 
strategies:
• Work with education institutions to develop Sexual Harassment Policies, 
• Advocate for the development of a Sexual Harassment Policy in business and 
workplace 
• Support government departments, organisations, education institutions and 
business enterprises to develop service charters that advocate against Sexual 
Harassment.
• Map capacity enhancement opportunities for different spaces where Sexual 
Harassment is prevalent

Ethical Standards 
 In order to guarantee that the ethical provisions in place and practised for research 
were adhered to and put into effect while engaging respondents during the survey 
process and to ensure that the process was beyond reproach, there was a deliberate 
action to ensure that the process frontloads documentation and reporting as a critical 
action.
 However, to ensure that the documentation aspect does not supersede the cultural, 
religious and social priorities of the respondents in question, the process ensured that the 
introduction to the survey made it clear that completing the survey was optional and one 
was at liberty to opt-out of questions that they considered infringing. 
 Lastly and most importantly, as the primary target category, the survey leads 
ensured that all protocols are observed on engagement with children (where applicable) 
in terms of security, confidentiality and their ownership and consent. Information gathered 
therein was not to be shared with any third party in any form without the prior written 
approval of a duly authorised person.

SURVEY QUESTIONS
Qstn.1; What is your  gender?

Qstn.2; Which town do you live in?
Of the total number of respondents, which stood at 415 individuals, 309 respondents were 
from the Buea area whilst 106 were from other areas. There were two responses from 
Nairobi, Kenya. Kindly study the annexure for raw data on the respondents’ locations.

Qstn.3; How old are you?

 

Qstn. 4; What faith group would you say you belong to?

 

Qstn. 5; Have you ever experienced sexual harassment?

Qstn. 6; How often has this happened to you? (you can tick more than one)

 

Qstn. 7; What type(s) of sexual harassment have you experienced? (you can tick more 
than one)

 

Qstn. 8; Please rate the following situations of harassment, as common and rare accord-
ing to your knowledge/ experience. (1=Rare, 2=Common, 3=Very Common)
 

 
Qstn. 9; Please rate the following situations of harassment, in terms of severity as felt by 
you. (1= Rare, 2= Common, 3 = Very Common)
Scoring
 

Qstn. 10 How did the situation make you feel? (you can tick more than one)

 

Qstn. 11 Where did this happen to you? (you can tick more than one)

                                                                                 

Qstn. 12 Did this happen in the city you live in? If no, please tell us where in the space 
provided
 

Qstn. 13 Who did this to you?
                                                                               

Qstn. 14 Did you feel you needed support or help with this?
 

Qstn. 15 If yes, did you get the support you needed?

 

Qstn. 16 Who supported you? (you can tick more than one)

 

Qstn. 17 Do you feel you have been pushed or forced to do anything differently because 
of your experience of sexual harassment? (e.g not walk a certain route, change of dress 
etc.)

Based on those who said the harassment changed them, said this experienced
according to them made them to;

Male 

Female 

Prefer not to say

10 - 15

15 - 19

19 - 35

36 - 45

46 - 59

60+

RECOMMENDATIONS AND STRATEGIES TO ADDRESS SEXUAL
HARASSMENT IN SCHOOLS/UNIVERSITIES

1. Policies and Procedures
All educational institutions are required to maintain a sexual harassment policy that 
dictates procedures to be followed when dealing with a sexual harassment complaint. 
This must be accompanied by information about domestic laws that complement the 
sexual harassment policy. These policies, in connection with domestic laws, will serve as 
guides for students and school administrators, teachers, counsellors and parents to 
safeguard students from peer to peer sexual harassment as well as sexual harassment 
by school officials or representatives.

2. Appointment of Designated Counsellors
Victims of sexual harassment can experience physical and psychological disorders. It is, 
therefore, the school’s responsibility to designate a qualified (licensed), safe, trusted, 
caring, and approachable counsellor to provide support and guidance to victims of 
sexual harassment. The counsellor would focus on providing guidance to the victims of 
sexual harassment, with the time, space, and autonomy needed, but at the same time 
being mindful of the fact that the school administrators need to be involved, as well as 
parents (especially in the case of minors). The school counsellor’s strategy in dealing with 
cases of sexual harassment could include: 
• collecting information;
• providing counselling services for victims;
• conducting an evaluation; and
• follow-up strategies.

3. Awareness Sessions for Students
 “I had to apply for my job location to be changed without stating

  clearly my reasons because she was my Boss”
Awareness sessions should be held with students to give them an overview of sexual 
harassment and how to recognise all forms of sexual harassment. Students must be 
taught the difference between friendly teasing and bullying as well as the difference 
between flirting and harassment. Behaviour expectations must be clearly defined and 
explained, and fair and consistent consequences need to be outlined and reinforced.  
 These sessions will equally serve as a platform to survey the students, in order to 
determine the levels of understanding of the subject matter and identify gaps in 
knowledge which will be bridged during the sessions. The sessions will be characterised 

by presentations from experts in the field and an opportunity for questions and answers. 
Discussions should focus on the following key topics:
• What is sexual harassment? 
• Why do some people behave in this way? 
• Why is it a problem? 
• How can it be addressed?
• What can you do if you are sexually harassed?

4.Training and Planning Meetings for School Representatives and/or 
Administrators
It is particularly essential that a meeting convening school representatives/administrator, 
counsellors, and nurses should be designed.
This meeting is designed to review all documents containing any reference to sexual 
harassment such as the school’s sexual harassment policies, procedures and sanctions 
contained in employee and student handbooks, and the national and international laws 
regarding sexual harassment. Moreover, the meeting will be used as a platform to raise 
awareness about the prevalence of sexual harassment among students (peer-to-peer 
and harassment by school officials or representatives) and the legal issues and 
implications.

5. School Curriculum
 It is especially important to integrate the subject of sexual harassment into the 
curriculum and make the discussions engaging, ongoing and age-appropriate. This will 
provide students with information about sexual harassment in order to reduce the inci-
dence of sexual harassment, encourage victims of sexual harassment to get help by 
reporting to adults, promote respectful behaviours with peers, and in general help those 
who experience sexual harassment.
 Because sexual violence occurs in a broader context that can include many forms 
of sexual violence, it is equally important to include the subject of sexual and gender 
violence into the school curriculum.
 Moreover, an introductory lesson appropriate for early primary and upper primary 
grades should be developed. The language used will be different from the language 
used when dealing with students in high school or university, especially considering many 
might not have heard of sex, or might have heard about sex and relationships from their 
peers or the internet.

6. Parent Involvement
 “I no longer speak to my uncles and some of my family members because   

 rather than doing me justice they told me to keep quiet and safe the family name”.

Getting parents involved is crucial in tackling sexual harassment within educational 
institutions, especially in the case of minors. It is therefore vital that parents are educated 
about sexual harassment and its harmful effects in order to help them identify 
harassment and respond appropriately. When harassment occurs, the family of the 
victim needs to be informed of the details so that the emotional and developmental 
needs of the victim can be addressed. The family of the perpetrators, when it comes to 
peer-to-peer sexual harassment, should equally be informed, and their involvement may 
be needed to avoid long-term emotional damage and to modify inappropriate 
behaviour.
 
7. Community Awareness
 “In my quarter, I seldom go to the store. Even if I need something so badly,  I prefer  

 substituting my need for something else”.

The subject of sexual harassment is a relatively “foreign” concept within the community in 
general. However, sexual harassment and gender violence within learning institutions is 
very prevalent and often goes unreported. This is particularly true when it relates to 
sexual harassment by school representatives or administrators. Therefore, awareness of 
this subject matter should be carried out, especially awareness wi thin the police and law 
enforcement authorities, civil society, law and policymakers, and community leaders. This 
will create an environment where victims of sexual harassment are comfortable with 
reporting such cases, and perpetrators are successfully prosecuted.

Glossary

Birthright: A particular right of possession or privilege one has from birth.
Sexual Harassment:  Behaviour by an individual or group, which is sexual in nature, that  
 makes the target feel distressed, intimidated or offended.
Quid pro quo: A favour or advantage granted or expected in return for something.
Maputo Protocol: The Protocol to the African Charter on Human and Peoples’ Rights on  
 the Rights of Women in Africa, better known as the Maputo Protocol, is an 
 international human rights instrument established by the African Union that went  
 into effect in 2005.

  

Buea

Other areas in Cameroon

Nairobi
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Introductory Background
 Sexual harassment is not something that just happens because of fleeting
circumstance or desire. Rather, in every realm of society, it is driven by imbalances in 
power. Furthermore, men tend to hold far more positions of power in all sectors of the 
social, cultural and economic spheres. Even in female-dominated fields, men are more 
likely to be supervisors, principals, and managers.  Thus, men wield more control in
discourses of power. Further to this, race and racism, culture and cultural dictates, and 
society and socialization all add another layer to systemic power imbalances.
 Studies conducted across the African continent indicate that there are no sectors 
untouched by sexual harassment, nor unaffected by its impacts. Sexual harassment 
damages the lives, health, prospects, financial independence, and opportunities of its 
victims. Not only does sexual harassment cost businesses considerable legal fees, but it 
also results in lost productivity, morale, effectiveness, and talent. Tolerating or failing to 
adequately respond to sexual harassment restricts men, women and other targets’
economic security, access to opportunity, and advancement, ultimately preserving the 
status quo and its accompanying power imbalances that drive sexual harassment in the 
first place.
 All in all, Sexual Harassment is defined as:  an individual’s behaviour, which is sexual 
in nature, that makes the target feel distressed, intimidated or offended. Such behaviours 
include but are not limited to: Sexual comments or jokes; Physical behaviour; unwelcome 
sexual advances, touching, and various forms of sexual assault - Displaying photos,
pictures, or drawings of a sexual nature - Sending messages, emails, etc. with sexual 
content.
 The objectification of women and girls has continued for several centuries. Its
persistence prompts us to investigate how best state parties can protect everyone from 
these such violations. In many cultures, men are brought up to believe that behaviour 
which we now consider as sexual harassment is their birthright . To assert this right, some 
men seek to threaten women or emphasise their subordinate status while others seek to 
protest women's presence in the workplace. In contrast, other men seek to entertain 
themselves in a manner considered acceptable in many men's private lives or all-male 
environments; in turn, women have been conditioned to accept these harassments as 
inevitable despite the effects upon them. This paper, however, does not argue that 
women are the only victims of sexual harassment, but it must be noted that studies have 
shown that women are disproportionately impacted by sexual harassment. These acts of 
harassment have continued to be perpetrated with impunity even in countries where 
laws against discrimination and sexual harassment laws have been enacted or ratified.  
 The persistence of sexual harassment thus requires us to reinvent laws to ensure 

that laws protect everyone from ever experiencing sexual harassment. Consequently, in 
this paper, we will frame sexual harassment from a human rights perspective, discuss the 
national and regional frameworks, examine statistics from a research survey, and issue a 
call to action for the elimination of sexual harassment.

National Legal Framework for Sexual Harassment
 In Cameroon, Section 302 of the Penal Code defines sexual harassment as:  
 

 However, this discussion focuses 
on just one definition of what sexual 
harassment is. Sexual harassment 
cases fall into two broad and 
sometimes overlapping categories: 
quid pro quo harassment, in which the 
victim suffers an economic deprivation 
as the direct result of refusing the 
sexual advances of her supervisor; and 
hostile environment harassment, in 
which the victim endures various sorts 
of abuse of a sexually-charged nature 
from either a supervisor or co-workers. 
 Quid pro quo or “this for that” 

(“this” is the sex and “that” is the benefit)  is when someone in a position of authority, such 
as a teacher, supervisor, or employer conditions promotion/success/job-related
consequences on obtaining sexual favours. Should the person being harassed refuse to 
surrender to such a request, they face the risk of losing the benefits that were to follow.  In 
this case, and for the act to be considered as sexual harassment, it has to be explicitly or 
implicitly clear that further employment/promotion/success is contingent on the 
submission of the individual being harassed. Therefore, it has to be clear that accepting or 
denying such advances will be the basis for which decision affecting the individual will be 
made.  
 Hostile environment sexual harassment is when the harassment impacts work

performance or creates an intimidating, hostile, or offensive working environment for the 
person who is being harassed.  While this definition might be highly contested, its preva-
lence cannot be ignored. The argument here is how do we evaluate what an offensive, 
hostile or intimidating environment is? However, it is our position that for an environment 
to be hostile, it has to affect the individual either physically or psychologically. 
 Cameroon has ratified several international human rights treaties, and Article 45 of 
the constitution of Cameroon prescribes that duly approved or ratified treaties and
international agreements shall, following the publication, override national laws, provided 
the other party implements the said treaty or agreement. Cameroon is therefore obliged 
to provide the necessary legal and administrative framework to ensure that sexual 
harassment is eliminated or punished under the obligations discussed below.

International Definition of Sexual Harassment
 Most of the forms of sexual harassment that people face are unwelcome sexual 
advances and sex-based discrimination. Sexual harassment constitutes discrimination 
based on sex. The 1948 Universal Declaration of Human Rights, the International Covenant 
on Civil and Political Rights, the International Convention on Economic, Social and Cultural 
Rights, and the 1979 Convention on the Elimination of All Forms of Discrimination Against 
Women (CEDAW) have each denounced the forms of discrimination that women face. 
Sexual harassment is the disrespect of the principle of equal treatment with regards to 
access to employment and promotion, which includes sexual blackmail (as is the case in 
schools where marks are traded for sex).

General Recommendation 19 of the CEDAW Committee defines 
sexual harassment as: 

 
 Sexual harassment includes such unwelcome sexually determined behaviour as physical contact and 

advances, sexually coloured remarks, showing pornography and sexual demands, whether by words or actions. 
Such conduct can be humiliating and may constitute a health and safety problem; it is discriminatory when the 

woman has reasonable grounds to believe that her objection would disadvantage her in connection with her 
employment, including recruitment or promotion, or when it creates a hostile working environment. 

 
General Recommendation 19 of the CEDAW Committee recognises sexual harassment as 
gender-specific violence under the convention. The Committee notes that sexual harass-
ment occurs at places of employment and constitute a hostile work
environment for which there should be claims. 

Regional Definition of Sexual Harassment
 In Africa, the Maputo Protocol is outstanding in its articulation of sexual harassment. 
While Article 2(1) calls on states to ensure the elimination of all forms of discrimination 
that women and girls face, it also gives specific prescription as to how to protect women 
and girls from further harassment.
 
 Article 12 (1c) of the Maputo Protocol on the right to education and training calls on states to protect 

women, especially the girl-child from all forms of abuse, including sexual harassment in schools and other 
educational institutions and provide for sanctions against the perpetrators of such practices

 Article 12 (1d) also calls on 

states to provide access to counselling and rehabilitation services to women who 
suffer abuses and sexual harassment.

 Article 13 (c) 

ensure transparency in recruitment, promotion and dismissal of women and combat
and punish sexual harassment in the workplace;

 The Maputo Protocol is the only human rights document to recognise the need to 
eliminate sexual harassment in schools. It is also progressive in that it requires states to 
ensure that both public and private institutions set out a clear procedure in employment 
and promotion standards, thereby eliminating the possibility of quid pro quo harassment. 
If and when sexual harassment consequently happens, the Maputo Protocols requires 
that rehabilitation services be made available. 

Section 295 - Private indecency 
 Whoever in any place notwithstanding that it may not be open to the public 
commits an indecent act in the presence of any person of either sex and without his 
consent shall be punished with imprisonment from 15 days to 2 years or with fine from 
CFAF 10000 to CFAF 100000.
Section 81 (1) of Law N° 2010/012 of 21 December 2010 relating to cybersecurity and 
cybercriminal in Cameroon makes it criminal for any adult to use an electronic 
communication network or information system to make sexual proposals to minors 
below 15 years old or to a person having the features of a minor. The penalty shall be 
double the penalties stipulated in section 295 of the Penal Code. The penalty is doubled 
when an electronic communication devises was used. This is very important to the sexual 
harassment discussion as many things, adolescents are harassed online by their peers 
and other adults. 
 Section 296 - Rape Whoever by force or moral ascendency compels any person 
whether above or below the age of puberty to have sexual intercourse with him shall be 
punished with imprisonment for from 5 to 10 years.

Survey Rationale and Justification
 Sexual harassment is fuelled in part by the stories we tell ourselves and the 
narratives that we choose to believe. Many organisations are often driven to protect 
perceived high performers, superstars, creative geniuses, and other societal influencers 
at all costs. This is often driven by the belief that success, innovation, or survival is 
dependent on that one person, regardless of their behaviour. Narratives around the 
so-called “ideal worker” perpetuate a gender-harassing power dynamic rooted in the 
belief that women and others who do not conform to these traditional norms do not 
belong and cannot compete in the work or social world, and that men do not belong in 
caregiving. 
 These damaging mythologies not only drive rampant sexual harassment, but also 
foster abusive and toxic cultures that silence, undermine, and waste the talents and 
potential of many people. Denial - thinking that sexual harassment does not happen in, 
say, female-dominated environments, or that organisations have already eliminated it, is 
another dominant false narrative that provides fertile ground for sexual harassment to 
thrive.
 There are underlying patterns for sexual harassment, but those patterns do not 
capture the variations in experience by different groups of people in diverse contexts. 
Women of lower status and young girls are the most common targets of sexual 
harassment by perpetrators, who are typically men of higher status. However, sexual 
harassment in the workplace is by no means limited to this dynamic. Men, particularly 
those who do not conform to traditionally masculine norms, such as LGBTQ and 
gender-nonconforming individuals as well as others who are seen as outsiders, can be 
targeted. Women can be harassers as well.

Methodological Approach
 An online survey targeting children from the age of 10 to adults aged 60+ years was 
used. The rationale behind this clustering of targets was that at very tender ages, children 
are at risk of being sexually harassed by their parents, friends, caregivers, teachers and 
even strangers. At the teen and youth level, there are aspects of peer pressure that are 
intensified with regards to exposure to sexual content in online and offline spaces that 
directly concern sexual harassment. For those who are 35+ years, there are also unique 
components of sexual harassment that take place at places of business and work. Thus, it 
is clear that sexual harassment takes different forms in different contexts contingent on 
factors such as age level and class. 
 To this effect, a tool was developed on the SurveyPlanet platform with particular 
questions focused on understanding the case of sexual harassment in the context of 
Cameroon, and how it affects different persons based on factors such as social status, 
age, culture, and education level, among others. The survey ran for a period of 06 weeks. 
Besides the online survey, physical group discussions and informant interviews were 

administered to triangulate with the online findings. The results, which were analysed 
completely anonymously, will be used to    tackle core problems through the following 
strategies:
• Work with education institutions to develop Sexual Harassment Policies, 
• Advocate for the development of a Sexual Harassment Policy in business and 
workplace 
• Support government departments, organisations, education institutions and 
business enterprises to develop service charters that advocate against Sexual 
Harassment.
• Map capacity enhancement opportunities for different spaces where Sexual 
Harassment is prevalent

Ethical Standards 
 In order to guarantee that the ethical provisions in place and practised for research 
were adhered to and put into effect while engaging respondents during the survey 
process and to ensure that the process was beyond reproach, there was a deliberate 
action to ensure that the process frontloads documentation and reporting as a critical 
action.
 However, to ensure that the documentation aspect does not supersede the cultural, 
religious and social priorities of the respondents in question, the process ensured that the 
introduction to the survey made it clear that completing the survey was optional and one 
was at liberty to opt-out of questions that they considered infringing. 
 Lastly and most importantly, as the primary target category, the survey leads 
ensured that all protocols are observed on engagement with children (where applicable) 
in terms of security, confidentiality and their ownership and consent. Information gathered 
therein was not to be shared with any third party in any form without the prior written 
approval of a duly authorised person.

SURVEY QUESTIONS
Qstn.1; What is your  gender?

Qstn.2; Which town do you live in?
Of the total number of respondents, which stood at 415 individuals, 309 respondents were 
from the Buea area whilst 106 were from other areas. There were two responses from 
Nairobi, Kenya. Kindly study the annexure for raw data on the respondents’ locations.

Qstn.3; How old are you?

 

Qstn. 4; What faith group would you say you belong to?

 

Qstn. 5; Have you ever experienced sexual harassment?

Qstn. 6; How often has this happened to you? (you can tick more than one)

 

Qstn. 7; What type(s) of sexual harassment have you experienced? (you can tick more 
than one)

 

Qstn. 8; Please rate the following situations of harassment, as common and rare accord-
ing to your knowledge/ experience. (1=Rare, 2=Common, 3=Very Common)
 

 
Qstn. 9; Please rate the following situations of harassment, in terms of severity as felt by 
you. (1= Rare, 2= Common, 3 = Very Common)
Scoring
 

Qstn. 10 How did the situation make you feel? (you can tick more than one)

 

Qstn. 11 Where did this happen to you? (you can tick more than one)

                                                                                 

Qstn. 12 Did this happen in the city you live in? If no, please tell us where in the space 
provided
 

Qstn. 13 Who did this to you?
                                                                               

Qstn. 14 Did you feel you needed support or help with this?
 

Qstn. 15 If yes, did you get the support you needed?

 

Qstn. 16 Who supported you? (you can tick more than one)

 

Qstn. 17 Do you feel you have been pushed or forced to do anything differently because 
of your experience of sexual harassment? (e.g not walk a certain route, change of dress 
etc.)

Based on those who said the harassment changed them, said this experienced
according to them made them to;

Christianity (all forms)

Pagan

Islam

No religion

Prefer not to say

Yes

No

Not Sure

Daily

Weekly

Monthly

Only Once

2 – 4 times

Never

Unwanted physical contact

Suggestive remarks

Jokes of a sexual nature

Display of sexually offensive materials in a public space

Unwanted comments on dress or appearance

Invasion of personal space

Staring or Eyeing

Intimidating presence (e.g. following at close proximity)

Never

RECOMMENDATIONS AND STRATEGIES TO ADDRESS SEXUAL
HARASSMENT IN SCHOOLS/UNIVERSITIES

1. Policies and Procedures
All educational institutions are required to maintain a sexual harassment policy that 
dictates procedures to be followed when dealing with a sexual harassment complaint. 
This must be accompanied by information about domestic laws that complement the 
sexual harassment policy. These policies, in connection with domestic laws, will serve as 
guides for students and school administrators, teachers, counsellors and parents to 
safeguard students from peer to peer sexual harassment as well as sexual harassment 
by school officials or representatives.

2. Appointment of Designated Counsellors
Victims of sexual harassment can experience physical and psychological disorders. It is, 
therefore, the school’s responsibility to designate a qualified (licensed), safe, trusted, 
caring, and approachable counsellor to provide support and guidance to victims of 
sexual harassment. The counsellor would focus on providing guidance to the victims of 
sexual harassment, with the time, space, and autonomy needed, but at the same time 
being mindful of the fact that the school administrators need to be involved, as well as 
parents (especially in the case of minors). The school counsellor’s strategy in dealing with 
cases of sexual harassment could include: 
• collecting information;
• providing counselling services for victims;
• conducting an evaluation; and
• follow-up strategies.

3. Awareness Sessions for Students
 “I had to apply for my job location to be changed without stating

  clearly my reasons because she was my Boss”
Awareness sessions should be held with students to give them an overview of sexual 
harassment and how to recognise all forms of sexual harassment. Students must be 
taught the difference between friendly teasing and bullying as well as the difference 
between flirting and harassment. Behaviour expectations must be clearly defined and 
explained, and fair and consistent consequences need to be outlined and reinforced.  
 These sessions will equally serve as a platform to survey the students, in order to 
determine the levels of understanding of the subject matter and identify gaps in 
knowledge which will be bridged during the sessions. The sessions will be characterised 

by presentations from experts in the field and an opportunity for questions and answers. 
Discussions should focus on the following key topics:
• What is sexual harassment? 
• Why do some people behave in this way? 
• Why is it a problem? 
• How can it be addressed?
• What can you do if you are sexually harassed?

4.Training and Planning Meetings for School Representatives and/or 
Administrators
It is particularly essential that a meeting convening school representatives/administrator, 
counsellors, and nurses should be designed.
This meeting is designed to review all documents containing any reference to sexual 
harassment such as the school’s sexual harassment policies, procedures and sanctions 
contained in employee and student handbooks, and the national and international laws 
regarding sexual harassment. Moreover, the meeting will be used as a platform to raise 
awareness about the prevalence of sexual harassment among students (peer-to-peer 
and harassment by school officials or representatives) and the legal issues and 
implications.

5. School Curriculum
 It is especially important to integrate the subject of sexual harassment into the 
curriculum and make the discussions engaging, ongoing and age-appropriate. This will 
provide students with information about sexual harassment in order to reduce the inci-
dence of sexual harassment, encourage victims of sexual harassment to get help by 
reporting to adults, promote respectful behaviours with peers, and in general help those 
who experience sexual harassment.
 Because sexual violence occurs in a broader context that can include many forms 
of sexual violence, it is equally important to include the subject of sexual and gender 
violence into the school curriculum.
 Moreover, an introductory lesson appropriate for early primary and upper primary 
grades should be developed. The language used will be different from the language 
used when dealing with students in high school or university, especially considering many 
might not have heard of sex, or might have heard about sex and relationships from their 
peers or the internet.

6. Parent Involvement
 “I no longer speak to my uncles and some of my family members because   

 rather than doing me justice they told me to keep quiet and safe the family name”.

Getting parents involved is crucial in tackling sexual harassment within educational 
institutions, especially in the case of minors. It is therefore vital that parents are educated 
about sexual harassment and its harmful effects in order to help them identify 
harassment and respond appropriately. When harassment occurs, the family of the 
victim needs to be informed of the details so that the emotional and developmental 
needs of the victim can be addressed. The family of the perpetrators, when it comes to 
peer-to-peer sexual harassment, should equally be informed, and their involvement may 
be needed to avoid long-term emotional damage and to modify inappropriate 
behaviour.
 
7. Community Awareness
 “In my quarter, I seldom go to the store. Even if I need something so badly,  I prefer  

 substituting my need for something else”.

The subject of sexual harassment is a relatively “foreign” concept within the community in 
general. However, sexual harassment and gender violence within learning institutions is 
very prevalent and often goes unreported. This is particularly true when it relates to 
sexual harassment by school representatives or administrators. Therefore, awareness of 
this subject matter should be carried out, especially awareness wi thin the police and law 
enforcement authorities, civil society, law and policymakers, and community leaders. This 
will create an environment where victims of sexual harassment are comfortable with 
reporting such cases, and perpetrators are successfully prosecuted.

Glossary

Birthright: A particular right of possession or privilege one has from birth.
Sexual Harassment:  Behaviour by an individual or group, which is sexual in nature, that  
 makes the target feel distressed, intimidated or offended.
Quid pro quo: A favour or advantage granted or expected in return for something.
Maputo Protocol: The Protocol to the African Charter on Human and Peoples’ Rights on  
 the Rights of Women in Africa, better known as the Maputo Protocol, is an 
 international human rights instrument established by the African Union that went  
 into effect in 2005.
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Introductory Background
 Sexual harassment is not something that just happens because of fleeting
circumstance or desire. Rather, in every realm of society, it is driven by imbalances in 
power. Furthermore, men tend to hold far more positions of power in all sectors of the 
social, cultural and economic spheres. Even in female-dominated fields, men are more 
likely to be supervisors, principals, and managers.  Thus, men wield more control in
discourses of power. Further to this, race and racism, culture and cultural dictates, and 
society and socialization all add another layer to systemic power imbalances.
 Studies conducted across the African continent indicate that there are no sectors 
untouched by sexual harassment, nor unaffected by its impacts. Sexual harassment 
damages the lives, health, prospects, financial independence, and opportunities of its 
victims. Not only does sexual harassment cost businesses considerable legal fees, but it 
also results in lost productivity, morale, effectiveness, and talent. Tolerating or failing to 
adequately respond to sexual harassment restricts men, women and other targets’
economic security, access to opportunity, and advancement, ultimately preserving the 
status quo and its accompanying power imbalances that drive sexual harassment in the 
first place.
 All in all, Sexual Harassment is defined as:  an individual’s behaviour, which is sexual 
in nature, that makes the target feel distressed, intimidated or offended. Such behaviours 
include but are not limited to: Sexual comments or jokes; Physical behaviour; unwelcome 
sexual advances, touching, and various forms of sexual assault - Displaying photos,
pictures, or drawings of a sexual nature - Sending messages, emails, etc. with sexual 
content.
 The objectification of women and girls has continued for several centuries. Its
persistence prompts us to investigate how best state parties can protect everyone from 
these such violations. In many cultures, men are brought up to believe that behaviour 
which we now consider as sexual harassment is their birthright . To assert this right, some 
men seek to threaten women or emphasise their subordinate status while others seek to 
protest women's presence in the workplace. In contrast, other men seek to entertain 
themselves in a manner considered acceptable in many men's private lives or all-male 
environments; in turn, women have been conditioned to accept these harassments as 
inevitable despite the effects upon them. This paper, however, does not argue that 
women are the only victims of sexual harassment, but it must be noted that studies have 
shown that women are disproportionately impacted by sexual harassment. These acts of 
harassment have continued to be perpetrated with impunity even in countries where 
laws against discrimination and sexual harassment laws have been enacted or ratified.  
 The persistence of sexual harassment thus requires us to reinvent laws to ensure 

that laws protect everyone from ever experiencing sexual harassment. Consequently, in 
this paper, we will frame sexual harassment from a human rights perspective, discuss the 
national and regional frameworks, examine statistics from a research survey, and issue a 
call to action for the elimination of sexual harassment.

National Legal Framework for Sexual Harassment
 In Cameroon, Section 302 of the Penal Code defines sexual harassment as:  
 

 However, this discussion focuses 
on just one definition of what sexual 
harassment is. Sexual harassment 
cases fall into two broad and 
sometimes overlapping categories: 
quid pro quo harassment, in which the 
victim suffers an economic deprivation 
as the direct result of refusing the 
sexual advances of her supervisor; and 
hostile environment harassment, in 
which the victim endures various sorts 
of abuse of a sexually-charged nature 
from either a supervisor or co-workers. 
 Quid pro quo or “this for that” 

(“this” is the sex and “that” is the benefit)  is when someone in a position of authority, such 
as a teacher, supervisor, or employer conditions promotion/success/job-related
consequences on obtaining sexual favours. Should the person being harassed refuse to 
surrender to such a request, they face the risk of losing the benefits that were to follow.  In 
this case, and for the act to be considered as sexual harassment, it has to be explicitly or 
implicitly clear that further employment/promotion/success is contingent on the 
submission of the individual being harassed. Therefore, it has to be clear that accepting or 
denying such advances will be the basis for which decision affecting the individual will be 
made.  
 Hostile environment sexual harassment is when the harassment impacts work

performance or creates an intimidating, hostile, or offensive working environment for the 
person who is being harassed.  While this definition might be highly contested, its preva-
lence cannot be ignored. The argument here is how do we evaluate what an offensive, 
hostile or intimidating environment is? However, it is our position that for an environment 
to be hostile, it has to affect the individual either physically or psychologically. 
 Cameroon has ratified several international human rights treaties, and Article 45 of 
the constitution of Cameroon prescribes that duly approved or ratified treaties and
international agreements shall, following the publication, override national laws, provided 
the other party implements the said treaty or agreement. Cameroon is therefore obliged 
to provide the necessary legal and administrative framework to ensure that sexual 
harassment is eliminated or punished under the obligations discussed below.

International Definition of Sexual Harassment
 Most of the forms of sexual harassment that people face are unwelcome sexual 
advances and sex-based discrimination. Sexual harassment constitutes discrimination 
based on sex. The 1948 Universal Declaration of Human Rights, the International Covenant 
on Civil and Political Rights, the International Convention on Economic, Social and Cultural 
Rights, and the 1979 Convention on the Elimination of All Forms of Discrimination Against 
Women (CEDAW) have each denounced the forms of discrimination that women face. 
Sexual harassment is the disrespect of the principle of equal treatment with regards to 
access to employment and promotion, which includes sexual blackmail (as is the case in 
schools where marks are traded for sex).

General Recommendation 19 of the CEDAW Committee defines 
sexual harassment as: 

 
 Sexual harassment includes such unwelcome sexually determined behaviour as physical contact and 

advances, sexually coloured remarks, showing pornography and sexual demands, whether by words or actions. 
Such conduct can be humiliating and may constitute a health and safety problem; it is discriminatory when the 

woman has reasonable grounds to believe that her objection would disadvantage her in connection with her 
employment, including recruitment or promotion, or when it creates a hostile working environment. 

 
General Recommendation 19 of the CEDAW Committee recognises sexual harassment as 
gender-specific violence under the convention. The Committee notes that sexual harass-
ment occurs at places of employment and constitute a hostile work
environment for which there should be claims. 

Regional Definition of Sexual Harassment
 In Africa, the Maputo Protocol is outstanding in its articulation of sexual harassment. 
While Article 2(1) calls on states to ensure the elimination of all forms of discrimination 
that women and girls face, it also gives specific prescription as to how to protect women 
and girls from further harassment.
 
 Article 12 (1c) of the Maputo Protocol on the right to education and training calls on states to protect 

women, especially the girl-child from all forms of abuse, including sexual harassment in schools and other 
educational institutions and provide for sanctions against the perpetrators of such practices

 Article 12 (1d) also calls on 

states to provide access to counselling and rehabilitation services to women who 
suffer abuses and sexual harassment.

 Article 13 (c) 

ensure transparency in recruitment, promotion and dismissal of women and combat
and punish sexual harassment in the workplace;

 The Maputo Protocol is the only human rights document to recognise the need to 
eliminate sexual harassment in schools. It is also progressive in that it requires states to 
ensure that both public and private institutions set out a clear procedure in employment 
and promotion standards, thereby eliminating the possibility of quid pro quo harassment. 
If and when sexual harassment consequently happens, the Maputo Protocols requires 
that rehabilitation services be made available. 

Section 295 - Private indecency 
 Whoever in any place notwithstanding that it may not be open to the public 
commits an indecent act in the presence of any person of either sex and without his 
consent shall be punished with imprisonment from 15 days to 2 years or with fine from 
CFAF 10000 to CFAF 100000.
Section 81 (1) of Law N° 2010/012 of 21 December 2010 relating to cybersecurity and 
cybercriminal in Cameroon makes it criminal for any adult to use an electronic 
communication network or information system to make sexual proposals to minors 
below 15 years old or to a person having the features of a minor. The penalty shall be 
double the penalties stipulated in section 295 of the Penal Code. The penalty is doubled 
when an electronic communication devises was used. This is very important to the sexual 
harassment discussion as many things, adolescents are harassed online by their peers 
and other adults. 
 Section 296 - Rape Whoever by force or moral ascendency compels any person 
whether above or below the age of puberty to have sexual intercourse with him shall be 
punished with imprisonment for from 5 to 10 years.

Survey Rationale and Justification
 Sexual harassment is fuelled in part by the stories we tell ourselves and the 
narratives that we choose to believe. Many organisations are often driven to protect 
perceived high performers, superstars, creative geniuses, and other societal influencers 
at all costs. This is often driven by the belief that success, innovation, or survival is 
dependent on that one person, regardless of their behaviour. Narratives around the 
so-called “ideal worker” perpetuate a gender-harassing power dynamic rooted in the 
belief that women and others who do not conform to these traditional norms do not 
belong and cannot compete in the work or social world, and that men do not belong in 
caregiving. 
 These damaging mythologies not only drive rampant sexual harassment, but also 
foster abusive and toxic cultures that silence, undermine, and waste the talents and 
potential of many people. Denial - thinking that sexual harassment does not happen in, 
say, female-dominated environments, or that organisations have already eliminated it, is 
another dominant false narrative that provides fertile ground for sexual harassment to 
thrive.
 There are underlying patterns for sexual harassment, but those patterns do not 
capture the variations in experience by different groups of people in diverse contexts. 
Women of lower status and young girls are the most common targets of sexual 
harassment by perpetrators, who are typically men of higher status. However, sexual 
harassment in the workplace is by no means limited to this dynamic. Men, particularly 
those who do not conform to traditionally masculine norms, such as LGBTQ and 
gender-nonconforming individuals as well as others who are seen as outsiders, can be 
targeted. Women can be harassers as well.

Methodological Approach
 An online survey targeting children from the age of 10 to adults aged 60+ years was 
used. The rationale behind this clustering of targets was that at very tender ages, children 
are at risk of being sexually harassed by their parents, friends, caregivers, teachers and 
even strangers. At the teen and youth level, there are aspects of peer pressure that are 
intensified with regards to exposure to sexual content in online and offline spaces that 
directly concern sexual harassment. For those who are 35+ years, there are also unique 
components of sexual harassment that take place at places of business and work. Thus, it 
is clear that sexual harassment takes different forms in different contexts contingent on 
factors such as age level and class. 
 To this effect, a tool was developed on the SurveyPlanet platform with particular 
questions focused on understanding the case of sexual harassment in the context of 
Cameroon, and how it affects different persons based on factors such as social status, 
age, culture, and education level, among others. The survey ran for a period of 06 weeks. 
Besides the online survey, physical group discussions and informant interviews were 

administered to triangulate with the online findings. The results, which were analysed 
completely anonymously, will be used to    tackle core problems through the following 
strategies:
• Work with education institutions to develop Sexual Harassment Policies, 
• Advocate for the development of a Sexual Harassment Policy in business and 
workplace 
• Support government departments, organisations, education institutions and 
business enterprises to develop service charters that advocate against Sexual 
Harassment.
• Map capacity enhancement opportunities for different spaces where Sexual 
Harassment is prevalent

Ethical Standards 
 In order to guarantee that the ethical provisions in place and practised for research 
were adhered to and put into effect while engaging respondents during the survey 
process and to ensure that the process was beyond reproach, there was a deliberate 
action to ensure that the process frontloads documentation and reporting as a critical 
action.
 However, to ensure that the documentation aspect does not supersede the cultural, 
religious and social priorities of the respondents in question, the process ensured that the 
introduction to the survey made it clear that completing the survey was optional and one 
was at liberty to opt-out of questions that they considered infringing. 
 Lastly and most importantly, as the primary target category, the survey leads 
ensured that all protocols are observed on engagement with children (where applicable) 
in terms of security, confidentiality and their ownership and consent. Information gathered 
therein was not to be shared with any third party in any form without the prior written 
approval of a duly authorised person.

SURVEY QUESTIONS
Qstn.1; What is your  gender?

Qstn.2; Which town do you live in?
Of the total number of respondents, which stood at 415 individuals, 309 respondents were 
from the Buea area whilst 106 were from other areas. There were two responses from 
Nairobi, Kenya. Kindly study the annexure for raw data on the respondents’ locations.

Qstn.3; How old are you?

 

Qstn. 4; What faith group would you say you belong to?

 

Qstn. 5; Have you ever experienced sexual harassment?

Qstn. 6; How often has this happened to you? (you can tick more than one)

 

Qstn. 7; What type(s) of sexual harassment have you experienced? (you can tick more 
than one)

 

Qstn. 8; Please rate the following situations of harassment, as common and rare accord-
ing to your knowledge/ experience. (1=Rare, 2=Common, 3=Very Common)
 

 
Qstn. 9; Please rate the following situations of harassment, in terms of severity as felt by 
you. (1= Rare, 2= Common, 3 = Very Common)
Scoring
 

Qstn. 10 How did the situation make you feel? (you can tick more than one)

 

Qstn. 11 Where did this happen to you? (you can tick more than one)

                                                                                 

Qstn. 12 Did this happen in the city you live in? If no, please tell us where in the space 
provided
 

Qstn. 13 Who did this to you?
                                                                               

Qstn. 14 Did you feel you needed support or help with this?
 

Qstn. 15 If yes, did you get the support you needed?

 

Qstn. 16 Who supported you? (you can tick more than one)

 

Qstn. 17 Do you feel you have been pushed or forced to do anything differently because 
of your experience of sexual harassment? (e.g not walk a certain route, change of dress 
etc.)

Based on those who said the harassment changed them, said this experienced
according to them made them to;

Staring/ Eyeing

Following/ Stalking

Whistling

Touching/ Groping

Passing lewd / sexually explicit remarks about looks/body

Singing Songs

Kissing Sound/ Action

Winking

Pinching/ Poking

Snicker/ Laugh Disrespectfully

Touching/itching his private parts publicly with an intention to make uncomfortable

Pushing against you in public transport/ Rubbing body

Masturbating in Public

__archived__

Staring/ Eyeing

Following/ Stalking

Whistling

Touching/ Groping

Passing lewd / sexually explicit remarks about looks/body

Singing Song

Kissing Sound/ Action

Winking

Pinching/ Poking

Snicker/ Laugh Disrespectfully

Touching/itching his/her private parts publicly with an intention to make uncomfortable

Pushing against you in public transport/ Rubbing body

Masturbating in Public

__archived__

Afraid

Nervous

Embarrassed

Angry

Uncomfortable

Degraded

Intimidated

Defiant

Neutral (used to the behavior or it is expected)

RECOMMENDATIONS AND STRATEGIES TO ADDRESS SEXUAL
HARASSMENT IN SCHOOLS/UNIVERSITIES

1. Policies and Procedures
All educational institutions are required to maintain a sexual harassment policy that 
dictates procedures to be followed when dealing with a sexual harassment complaint. 
This must be accompanied by information about domestic laws that complement the 
sexual harassment policy. These policies, in connection with domestic laws, will serve as 
guides for students and school administrators, teachers, counsellors and parents to 
safeguard students from peer to peer sexual harassment as well as sexual harassment 
by school officials or representatives.

2. Appointment of Designated Counsellors
Victims of sexual harassment can experience physical and psychological disorders. It is, 
therefore, the school’s responsibility to designate a qualified (licensed), safe, trusted, 
caring, and approachable counsellor to provide support and guidance to victims of 
sexual harassment. The counsellor would focus on providing guidance to the victims of 
sexual harassment, with the time, space, and autonomy needed, but at the same time 
being mindful of the fact that the school administrators need to be involved, as well as 
parents (especially in the case of minors). The school counsellor’s strategy in dealing with 
cases of sexual harassment could include: 
• collecting information;
• providing counselling services for victims;
• conducting an evaluation; and
• follow-up strategies.

3. Awareness Sessions for Students
 “I had to apply for my job location to be changed without stating

  clearly my reasons because she was my Boss”
Awareness sessions should be held with students to give them an overview of sexual 
harassment and how to recognise all forms of sexual harassment. Students must be 
taught the difference between friendly teasing and bullying as well as the difference 
between flirting and harassment. Behaviour expectations must be clearly defined and 
explained, and fair and consistent consequences need to be outlined and reinforced.  
 These sessions will equally serve as a platform to survey the students, in order to 
determine the levels of understanding of the subject matter and identify gaps in 
knowledge which will be bridged during the sessions. The sessions will be characterised 

by presentations from experts in the field and an opportunity for questions and answers. 
Discussions should focus on the following key topics:
• What is sexual harassment? 
• Why do some people behave in this way? 
• Why is it a problem? 
• How can it be addressed?
• What can you do if you are sexually harassed?

4.Training and Planning Meetings for School Representatives and/or 
Administrators
It is particularly essential that a meeting convening school representatives/administrator, 
counsellors, and nurses should be designed.
This meeting is designed to review all documents containing any reference to sexual 
harassment such as the school’s sexual harassment policies, procedures and sanctions 
contained in employee and student handbooks, and the national and international laws 
regarding sexual harassment. Moreover, the meeting will be used as a platform to raise 
awareness about the prevalence of sexual harassment among students (peer-to-peer 
and harassment by school officials or representatives) and the legal issues and 
implications.

5. School Curriculum
 It is especially important to integrate the subject of sexual harassment into the 
curriculum and make the discussions engaging, ongoing and age-appropriate. This will 
provide students with information about sexual harassment in order to reduce the inci-
dence of sexual harassment, encourage victims of sexual harassment to get help by 
reporting to adults, promote respectful behaviours with peers, and in general help those 
who experience sexual harassment.
 Because sexual violence occurs in a broader context that can include many forms 
of sexual violence, it is equally important to include the subject of sexual and gender 
violence into the school curriculum.
 Moreover, an introductory lesson appropriate for early primary and upper primary 
grades should be developed. The language used will be different from the language 
used when dealing with students in high school or university, especially considering many 
might not have heard of sex, or might have heard about sex and relationships from their 
peers or the internet.

6. Parent Involvement
 “I no longer speak to my uncles and some of my family members because   

 rather than doing me justice they told me to keep quiet and safe the family name”.

Getting parents involved is crucial in tackling sexual harassment within educational 
institutions, especially in the case of minors. It is therefore vital that parents are educated 
about sexual harassment and its harmful effects in order to help them identify 
harassment and respond appropriately. When harassment occurs, the family of the 
victim needs to be informed of the details so that the emotional and developmental 
needs of the victim can be addressed. The family of the perpetrators, when it comes to 
peer-to-peer sexual harassment, should equally be informed, and their involvement may 
be needed to avoid long-term emotional damage and to modify inappropriate 
behaviour.
 
7. Community Awareness
 “In my quarter, I seldom go to the store. Even if I need something so badly,  I prefer  

 substituting my need for something else”.

The subject of sexual harassment is a relatively “foreign” concept within the community in 
general. However, sexual harassment and gender violence within learning institutions is 
very prevalent and often goes unreported. This is particularly true when it relates to 
sexual harassment by school representatives or administrators. Therefore, awareness of 
this subject matter should be carried out, especially awareness wi thin the police and law 
enforcement authorities, civil society, law and policymakers, and community leaders. This 
will create an environment where victims of sexual harassment are comfortable with 
reporting such cases, and perpetrators are successfully prosecuted.

Glossary

Birthright: A particular right of possession or privilege one has from birth.
Sexual Harassment:  Behaviour by an individual or group, which is sexual in nature, that  
 makes the target feel distressed, intimidated or offended.
Quid pro quo: A favour or advantage granted or expected in return for something.
Maputo Protocol: The Protocol to the African Charter on Human and Peoples’ Rights on  
 the Rights of Women in Africa, better known as the Maputo Protocol, is an 
 international human rights instrument established by the African Union that went  
 into effect in 2005.

  

Community Centre for Integrated Development

Building Resilient Communities

11



Introductory Background
 Sexual harassment is not something that just happens because of fleeting
circumstance or desire. Rather, in every realm of society, it is driven by imbalances in 
power. Furthermore, men tend to hold far more positions of power in all sectors of the 
social, cultural and economic spheres. Even in female-dominated fields, men are more 
likely to be supervisors, principals, and managers.  Thus, men wield more control in
discourses of power. Further to this, race and racism, culture and cultural dictates, and 
society and socialization all add another layer to systemic power imbalances.
 Studies conducted across the African continent indicate that there are no sectors 
untouched by sexual harassment, nor unaffected by its impacts. Sexual harassment 
damages the lives, health, prospects, financial independence, and opportunities of its 
victims. Not only does sexual harassment cost businesses considerable legal fees, but it 
also results in lost productivity, morale, effectiveness, and talent. Tolerating or failing to 
adequately respond to sexual harassment restricts men, women and other targets’
economic security, access to opportunity, and advancement, ultimately preserving the 
status quo and its accompanying power imbalances that drive sexual harassment in the 
first place.
 All in all, Sexual Harassment is defined as:  an individual’s behaviour, which is sexual 
in nature, that makes the target feel distressed, intimidated or offended. Such behaviours 
include but are not limited to: Sexual comments or jokes; Physical behaviour; unwelcome 
sexual advances, touching, and various forms of sexual assault - Displaying photos,
pictures, or drawings of a sexual nature - Sending messages, emails, etc. with sexual 
content.
 The objectification of women and girls has continued for several centuries. Its
persistence prompts us to investigate how best state parties can protect everyone from 
these such violations. In many cultures, men are brought up to believe that behaviour 
which we now consider as sexual harassment is their birthright . To assert this right, some 
men seek to threaten women or emphasise their subordinate status while others seek to 
protest women's presence in the workplace. In contrast, other men seek to entertain 
themselves in a manner considered acceptable in many men's private lives or all-male 
environments; in turn, women have been conditioned to accept these harassments as 
inevitable despite the effects upon them. This paper, however, does not argue that 
women are the only victims of sexual harassment, but it must be noted that studies have 
shown that women are disproportionately impacted by sexual harassment. These acts of 
harassment have continued to be perpetrated with impunity even in countries where 
laws against discrimination and sexual harassment laws have been enacted or ratified.  
 The persistence of sexual harassment thus requires us to reinvent laws to ensure 

that laws protect everyone from ever experiencing sexual harassment. Consequently, in 
this paper, we will frame sexual harassment from a human rights perspective, discuss the 
national and regional frameworks, examine statistics from a research survey, and issue a 
call to action for the elimination of sexual harassment.

National Legal Framework for Sexual Harassment
 In Cameroon, Section 302 of the Penal Code defines sexual harassment as:  
 

 However, this discussion focuses 
on just one definition of what sexual 
harassment is. Sexual harassment 
cases fall into two broad and 
sometimes overlapping categories: 
quid pro quo harassment, in which the 
victim suffers an economic deprivation 
as the direct result of refusing the 
sexual advances of her supervisor; and 
hostile environment harassment, in 
which the victim endures various sorts 
of abuse of a sexually-charged nature 
from either a supervisor or co-workers. 
 Quid pro quo or “this for that” 

(“this” is the sex and “that” is the benefit)  is when someone in a position of authority, such 
as a teacher, supervisor, or employer conditions promotion/success/job-related
consequences on obtaining sexual favours. Should the person being harassed refuse to 
surrender to such a request, they face the risk of losing the benefits that were to follow.  In 
this case, and for the act to be considered as sexual harassment, it has to be explicitly or 
implicitly clear that further employment/promotion/success is contingent on the 
submission of the individual being harassed. Therefore, it has to be clear that accepting or 
denying such advances will be the basis for which decision affecting the individual will be 
made.  
 Hostile environment sexual harassment is when the harassment impacts work

performance or creates an intimidating, hostile, or offensive working environment for the 
person who is being harassed.  While this definition might be highly contested, its preva-
lence cannot be ignored. The argument here is how do we evaluate what an offensive, 
hostile or intimidating environment is? However, it is our position that for an environment 
to be hostile, it has to affect the individual either physically or psychologically. 
 Cameroon has ratified several international human rights treaties, and Article 45 of 
the constitution of Cameroon prescribes that duly approved or ratified treaties and
international agreements shall, following the publication, override national laws, provided 
the other party implements the said treaty or agreement. Cameroon is therefore obliged 
to provide the necessary legal and administrative framework to ensure that sexual 
harassment is eliminated or punished under the obligations discussed below.

International Definition of Sexual Harassment
 Most of the forms of sexual harassment that people face are unwelcome sexual 
advances and sex-based discrimination. Sexual harassment constitutes discrimination 
based on sex. The 1948 Universal Declaration of Human Rights, the International Covenant 
on Civil and Political Rights, the International Convention on Economic, Social and Cultural 
Rights, and the 1979 Convention on the Elimination of All Forms of Discrimination Against 
Women (CEDAW) have each denounced the forms of discrimination that women face. 
Sexual harassment is the disrespect of the principle of equal treatment with regards to 
access to employment and promotion, which includes sexual blackmail (as is the case in 
schools where marks are traded for sex).

General Recommendation 19 of the CEDAW Committee defines 
sexual harassment as: 

 
 Sexual harassment includes such unwelcome sexually determined behaviour as physical contact and 

advances, sexually coloured remarks, showing pornography and sexual demands, whether by words or actions. 
Such conduct can be humiliating and may constitute a health and safety problem; it is discriminatory when the 

woman has reasonable grounds to believe that her objection would disadvantage her in connection with her 
employment, including recruitment or promotion, or when it creates a hostile working environment. 

 
General Recommendation 19 of the CEDAW Committee recognises sexual harassment as 
gender-specific violence under the convention. The Committee notes that sexual harass-
ment occurs at places of employment and constitute a hostile work
environment for which there should be claims. 

Regional Definition of Sexual Harassment
 In Africa, the Maputo Protocol is outstanding in its articulation of sexual harassment. 
While Article 2(1) calls on states to ensure the elimination of all forms of discrimination 
that women and girls face, it also gives specific prescription as to how to protect women 
and girls from further harassment.
 
 Article 12 (1c) of the Maputo Protocol on the right to education and training calls on states to protect 

women, especially the girl-child from all forms of abuse, including sexual harassment in schools and other 
educational institutions and provide for sanctions against the perpetrators of such practices

 Article 12 (1d) also calls on 

states to provide access to counselling and rehabilitation services to women who 
suffer abuses and sexual harassment.

 Article 13 (c) 

ensure transparency in recruitment, promotion and dismissal of women and combat
and punish sexual harassment in the workplace;

 The Maputo Protocol is the only human rights document to recognise the need to 
eliminate sexual harassment in schools. It is also progressive in that it requires states to 
ensure that both public and private institutions set out a clear procedure in employment 
and promotion standards, thereby eliminating the possibility of quid pro quo harassment. 
If and when sexual harassment consequently happens, the Maputo Protocols requires 
that rehabilitation services be made available. 

Section 295 - Private indecency 
 Whoever in any place notwithstanding that it may not be open to the public 
commits an indecent act in the presence of any person of either sex and without his 
consent shall be punished with imprisonment from 15 days to 2 years or with fine from 
CFAF 10000 to CFAF 100000.
Section 81 (1) of Law N° 2010/012 of 21 December 2010 relating to cybersecurity and 
cybercriminal in Cameroon makes it criminal for any adult to use an electronic 
communication network or information system to make sexual proposals to minors 
below 15 years old or to a person having the features of a minor. The penalty shall be 
double the penalties stipulated in section 295 of the Penal Code. The penalty is doubled 
when an electronic communication devises was used. This is very important to the sexual 
harassment discussion as many things, adolescents are harassed online by their peers 
and other adults. 
 Section 296 - Rape Whoever by force or moral ascendency compels any person 
whether above or below the age of puberty to have sexual intercourse with him shall be 
punished with imprisonment for from 5 to 10 years.

Survey Rationale and Justification
 Sexual harassment is fuelled in part by the stories we tell ourselves and the 
narratives that we choose to believe. Many organisations are often driven to protect 
perceived high performers, superstars, creative geniuses, and other societal influencers 
at all costs. This is often driven by the belief that success, innovation, or survival is 
dependent on that one person, regardless of their behaviour. Narratives around the 
so-called “ideal worker” perpetuate a gender-harassing power dynamic rooted in the 
belief that women and others who do not conform to these traditional norms do not 
belong and cannot compete in the work or social world, and that men do not belong in 
caregiving. 
 These damaging mythologies not only drive rampant sexual harassment, but also 
foster abusive and toxic cultures that silence, undermine, and waste the talents and 
potential of many people. Denial - thinking that sexual harassment does not happen in, 
say, female-dominated environments, or that organisations have already eliminated it, is 
another dominant false narrative that provides fertile ground for sexual harassment to 
thrive.
 There are underlying patterns for sexual harassment, but those patterns do not 
capture the variations in experience by different groups of people in diverse contexts. 
Women of lower status and young girls are the most common targets of sexual 
harassment by perpetrators, who are typically men of higher status. However, sexual 
harassment in the workplace is by no means limited to this dynamic. Men, particularly 
those who do not conform to traditionally masculine norms, such as LGBTQ and 
gender-nonconforming individuals as well as others who are seen as outsiders, can be 
targeted. Women can be harassers as well.

Methodological Approach
 An online survey targeting children from the age of 10 to adults aged 60+ years was 
used. The rationale behind this clustering of targets was that at very tender ages, children 
are at risk of being sexually harassed by their parents, friends, caregivers, teachers and 
even strangers. At the teen and youth level, there are aspects of peer pressure that are 
intensified with regards to exposure to sexual content in online and offline spaces that 
directly concern sexual harassment. For those who are 35+ years, there are also unique 
components of sexual harassment that take place at places of business and work. Thus, it 
is clear that sexual harassment takes different forms in different contexts contingent on 
factors such as age level and class. 
 To this effect, a tool was developed on the SurveyPlanet platform with particular 
questions focused on understanding the case of sexual harassment in the context of 
Cameroon, and how it affects different persons based on factors such as social status, 
age, culture, and education level, among others. The survey ran for a period of 06 weeks. 
Besides the online survey, physical group discussions and informant interviews were 

administered to triangulate with the online findings. The results, which were analysed 
completely anonymously, will be used to    tackle core problems through the following 
strategies:
• Work with education institutions to develop Sexual Harassment Policies, 
• Advocate for the development of a Sexual Harassment Policy in business and 
workplace 
• Support government departments, organisations, education institutions and 
business enterprises to develop service charters that advocate against Sexual 
Harassment.
• Map capacity enhancement opportunities for different spaces where Sexual 
Harassment is prevalent

Ethical Standards 
 In order to guarantee that the ethical provisions in place and practised for research 
were adhered to and put into effect while engaging respondents during the survey 
process and to ensure that the process was beyond reproach, there was a deliberate 
action to ensure that the process frontloads documentation and reporting as a critical 
action.
 However, to ensure that the documentation aspect does not supersede the cultural, 
religious and social priorities of the respondents in question, the process ensured that the 
introduction to the survey made it clear that completing the survey was optional and one 
was at liberty to opt-out of questions that they considered infringing. 
 Lastly and most importantly, as the primary target category, the survey leads 
ensured that all protocols are observed on engagement with children (where applicable) 
in terms of security, confidentiality and their ownership and consent. Information gathered 
therein was not to be shared with any third party in any form without the prior written 
approval of a duly authorised person.

SURVEY QUESTIONS
Qstn.1; What is your  gender?

Qstn.2; Which town do you live in?
Of the total number of respondents, which stood at 415 individuals, 309 respondents were 
from the Buea area whilst 106 were from other areas. There were two responses from 
Nairobi, Kenya. Kindly study the annexure for raw data on the respondents’ locations.

Qstn.3; How old are you?

 

Qstn. 4; What faith group would you say you belong to?

 

Qstn. 5; Have you ever experienced sexual harassment?

Qstn. 6; How often has this happened to you? (you can tick more than one)

 

Qstn. 7; What type(s) of sexual harassment have you experienced? (you can tick more 
than one)

 

Qstn. 8; Please rate the following situations of harassment, as common and rare accord-
ing to your knowledge/ experience. (1=Rare, 2=Common, 3=Very Common)
 

 
Qstn. 9; Please rate the following situations of harassment, in terms of severity as felt by 
you. (1= Rare, 2= Common, 3 = Very Common)
Scoring
 

Qstn. 10 How did the situation make you feel? (you can tick more than one)

 

Qstn. 11 Where did this happen to you? (you can tick more than one)

                                                                                 

Qstn. 12 Did this happen in the city you live in? If no, please tell us where in the space 
provided
 

Qstn. 13 Who did this to you?
                                                                               

Qstn. 14 Did you feel you needed support or help with this?
 

Qstn. 15 If yes, did you get the support you needed?

 

Qstn. 16 Who supported you? (you can tick more than one)

 

Qstn. 17 Do you feel you have been pushed or forced to do anything differently because 
of your experience of sexual harassment? (e.g not walk a certain route, change of dress 
etc.)

Based on those who said the harassment changed them, said this experienced
according to them made them to;

Work

School

Public transportation

Street

Shop

Public Building

Religious Institution

Other (Please specify below)

Yes

No

Not Sure

Other (please specify)

Friend

Classmate

Colleague

Stranger

Service provider (such as doctors, nurses, staff of government institutions etc)

Religious leader

Teacher/someone in education where you attend

Employer

Other (please specify)

RECOMMENDATIONS AND STRATEGIES TO ADDRESS SEXUAL
HARASSMENT IN SCHOOLS/UNIVERSITIES

1. Policies and Procedures
All educational institutions are required to maintain a sexual harassment policy that 
dictates procedures to be followed when dealing with a sexual harassment complaint. 
This must be accompanied by information about domestic laws that complement the 
sexual harassment policy. These policies, in connection with domestic laws, will serve as 
guides for students and school administrators, teachers, counsellors and parents to 
safeguard students from peer to peer sexual harassment as well as sexual harassment 
by school officials or representatives.

2. Appointment of Designated Counsellors
Victims of sexual harassment can experience physical and psychological disorders. It is, 
therefore, the school’s responsibility to designate a qualified (licensed), safe, trusted, 
caring, and approachable counsellor to provide support and guidance to victims of 
sexual harassment. The counsellor would focus on providing guidance to the victims of 
sexual harassment, with the time, space, and autonomy needed, but at the same time 
being mindful of the fact that the school administrators need to be involved, as well as 
parents (especially in the case of minors). The school counsellor’s strategy in dealing with 
cases of sexual harassment could include: 
• collecting information;
• providing counselling services for victims;
• conducting an evaluation; and
• follow-up strategies.

3. Awareness Sessions for Students
 “I had to apply for my job location to be changed without stating

  clearly my reasons because she was my Boss”
Awareness sessions should be held with students to give them an overview of sexual 
harassment and how to recognise all forms of sexual harassment. Students must be 
taught the difference between friendly teasing and bullying as well as the difference 
between flirting and harassment. Behaviour expectations must be clearly defined and 
explained, and fair and consistent consequences need to be outlined and reinforced.  
 These sessions will equally serve as a platform to survey the students, in order to 
determine the levels of understanding of the subject matter and identify gaps in 
knowledge which will be bridged during the sessions. The sessions will be characterised 

by presentations from experts in the field and an opportunity for questions and answers. 
Discussions should focus on the following key topics:
• What is sexual harassment? 
• Why do some people behave in this way? 
• Why is it a problem? 
• How can it be addressed?
• What can you do if you are sexually harassed?

4.Training and Planning Meetings for School Representatives and/or 
Administrators
It is particularly essential that a meeting convening school representatives/administrator, 
counsellors, and nurses should be designed.
This meeting is designed to review all documents containing any reference to sexual 
harassment such as the school’s sexual harassment policies, procedures and sanctions 
contained in employee and student handbooks, and the national and international laws 
regarding sexual harassment. Moreover, the meeting will be used as a platform to raise 
awareness about the prevalence of sexual harassment among students (peer-to-peer 
and harassment by school officials or representatives) and the legal issues and 
implications.

5. School Curriculum
 It is especially important to integrate the subject of sexual harassment into the 
curriculum and make the discussions engaging, ongoing and age-appropriate. This will 
provide students with information about sexual harassment in order to reduce the inci-
dence of sexual harassment, encourage victims of sexual harassment to get help by 
reporting to adults, promote respectful behaviours with peers, and in general help those 
who experience sexual harassment.
 Because sexual violence occurs in a broader context that can include many forms 
of sexual violence, it is equally important to include the subject of sexual and gender 
violence into the school curriculum.
 Moreover, an introductory lesson appropriate for early primary and upper primary 
grades should be developed. The language used will be different from the language 
used when dealing with students in high school or university, especially considering many 
might not have heard of sex, or might have heard about sex and relationships from their 
peers or the internet.

6. Parent Involvement
 “I no longer speak to my uncles and some of my family members because   

 rather than doing me justice they told me to keep quiet and safe the family name”.

Getting parents involved is crucial in tackling sexual harassment within educational 
institutions, especially in the case of minors. It is therefore vital that parents are educated 
about sexual harassment and its harmful effects in order to help them identify 
harassment and respond appropriately. When harassment occurs, the family of the 
victim needs to be informed of the details so that the emotional and developmental 
needs of the victim can be addressed. The family of the perpetrators, when it comes to 
peer-to-peer sexual harassment, should equally be informed, and their involvement may 
be needed to avoid long-term emotional damage and to modify inappropriate 
behaviour.
 
7. Community Awareness
 “In my quarter, I seldom go to the store. Even if I need something so badly,  I prefer  

 substituting my need for something else”.

The subject of sexual harassment is a relatively “foreign” concept within the community in 
general. However, sexual harassment and gender violence within learning institutions is 
very prevalent and often goes unreported. This is particularly true when it relates to 
sexual harassment by school representatives or administrators. Therefore, awareness of 
this subject matter should be carried out, especially awareness wi thin the police and law 
enforcement authorities, civil society, law and policymakers, and community leaders. This 
will create an environment where victims of sexual harassment are comfortable with 
reporting such cases, and perpetrators are successfully prosecuted.

Glossary

Birthright: A particular right of possession or privilege one has from birth.
Sexual Harassment:  Behaviour by an individual or group, which is sexual in nature, that  
 makes the target feel distressed, intimidated or offended.
Quid pro quo: A favour or advantage granted or expected in return for something.
Maputo Protocol: The Protocol to the African Charter on Human and Peoples’ Rights on  
 the Rights of Women in Africa, better known as the Maputo Protocol, is an 
 international human rights instrument established by the African Union that went  
 into effect in 2005.
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Introductory Background
 Sexual harassment is not something that just happens because of fleeting
circumstance or desire. Rather, in every realm of society, it is driven by imbalances in 
power. Furthermore, men tend to hold far more positions of power in all sectors of the 
social, cultural and economic spheres. Even in female-dominated fields, men are more 
likely to be supervisors, principals, and managers.  Thus, men wield more control in
discourses of power. Further to this, race and racism, culture and cultural dictates, and 
society and socialization all add another layer to systemic power imbalances.
 Studies conducted across the African continent indicate that there are no sectors 
untouched by sexual harassment, nor unaffected by its impacts. Sexual harassment 
damages the lives, health, prospects, financial independence, and opportunities of its 
victims. Not only does sexual harassment cost businesses considerable legal fees, but it 
also results in lost productivity, morale, effectiveness, and talent. Tolerating or failing to 
adequately respond to sexual harassment restricts men, women and other targets’
economic security, access to opportunity, and advancement, ultimately preserving the 
status quo and its accompanying power imbalances that drive sexual harassment in the 
first place.
 All in all, Sexual Harassment is defined as:  an individual’s behaviour, which is sexual 
in nature, that makes the target feel distressed, intimidated or offended. Such behaviours 
include but are not limited to: Sexual comments or jokes; Physical behaviour; unwelcome 
sexual advances, touching, and various forms of sexual assault - Displaying photos,
pictures, or drawings of a sexual nature - Sending messages, emails, etc. with sexual 
content.
 The objectification of women and girls has continued for several centuries. Its
persistence prompts us to investigate how best state parties can protect everyone from 
these such violations. In many cultures, men are brought up to believe that behaviour 
which we now consider as sexual harassment is their birthright . To assert this right, some 
men seek to threaten women or emphasise their subordinate status while others seek to 
protest women's presence in the workplace. In contrast, other men seek to entertain 
themselves in a manner considered acceptable in many men's private lives or all-male 
environments; in turn, women have been conditioned to accept these harassments as 
inevitable despite the effects upon them. This paper, however, does not argue that 
women are the only victims of sexual harassment, but it must be noted that studies have 
shown that women are disproportionately impacted by sexual harassment. These acts of 
harassment have continued to be perpetrated with impunity even in countries where 
laws against discrimination and sexual harassment laws have been enacted or ratified.  
 The persistence of sexual harassment thus requires us to reinvent laws to ensure 

that laws protect everyone from ever experiencing sexual harassment. Consequently, in 
this paper, we will frame sexual harassment from a human rights perspective, discuss the 
national and regional frameworks, examine statistics from a research survey, and issue a 
call to action for the elimination of sexual harassment.

National Legal Framework for Sexual Harassment
 In Cameroon, Section 302 of the Penal Code defines sexual harassment as:  
 

 However, this discussion focuses 
on just one definition of what sexual 
harassment is. Sexual harassment 
cases fall into two broad and 
sometimes overlapping categories: 
quid pro quo harassment, in which the 
victim suffers an economic deprivation 
as the direct result of refusing the 
sexual advances of her supervisor; and 
hostile environment harassment, in 
which the victim endures various sorts 
of abuse of a sexually-charged nature 
from either a supervisor or co-workers. 
 Quid pro quo or “this for that” 

(“this” is the sex and “that” is the benefit)  is when someone in a position of authority, such 
as a teacher, supervisor, or employer conditions promotion/success/job-related
consequences on obtaining sexual favours. Should the person being harassed refuse to 
surrender to such a request, they face the risk of losing the benefits that were to follow.  In 
this case, and for the act to be considered as sexual harassment, it has to be explicitly or 
implicitly clear that further employment/promotion/success is contingent on the 
submission of the individual being harassed. Therefore, it has to be clear that accepting or 
denying such advances will be the basis for which decision affecting the individual will be 
made.  
 Hostile environment sexual harassment is when the harassment impacts work

performance or creates an intimidating, hostile, or offensive working environment for the 
person who is being harassed.  While this definition might be highly contested, its preva-
lence cannot be ignored. The argument here is how do we evaluate what an offensive, 
hostile or intimidating environment is? However, it is our position that for an environment 
to be hostile, it has to affect the individual either physically or psychologically. 
 Cameroon has ratified several international human rights treaties, and Article 45 of 
the constitution of Cameroon prescribes that duly approved or ratified treaties and
international agreements shall, following the publication, override national laws, provided 
the other party implements the said treaty or agreement. Cameroon is therefore obliged 
to provide the necessary legal and administrative framework to ensure that sexual 
harassment is eliminated or punished under the obligations discussed below.

International Definition of Sexual Harassment
 Most of the forms of sexual harassment that people face are unwelcome sexual 
advances and sex-based discrimination. Sexual harassment constitutes discrimination 
based on sex. The 1948 Universal Declaration of Human Rights, the International Covenant 
on Civil and Political Rights, the International Convention on Economic, Social and Cultural 
Rights, and the 1979 Convention on the Elimination of All Forms of Discrimination Against 
Women (CEDAW) have each denounced the forms of discrimination that women face. 
Sexual harassment is the disrespect of the principle of equal treatment with regards to 
access to employment and promotion, which includes sexual blackmail (as is the case in 
schools where marks are traded for sex).

General Recommendation 19 of the CEDAW Committee defines 
sexual harassment as: 

 
 Sexual harassment includes such unwelcome sexually determined behaviour as physical contact and 

advances, sexually coloured remarks, showing pornography and sexual demands, whether by words or actions. 
Such conduct can be humiliating and may constitute a health and safety problem; it is discriminatory when the 

woman has reasonable grounds to believe that her objection would disadvantage her in connection with her 
employment, including recruitment or promotion, or when it creates a hostile working environment. 

 
General Recommendation 19 of the CEDAW Committee recognises sexual harassment as 
gender-specific violence under the convention. The Committee notes that sexual harass-
ment occurs at places of employment and constitute a hostile work
environment for which there should be claims. 

Regional Definition of Sexual Harassment
 In Africa, the Maputo Protocol is outstanding in its articulation of sexual harassment. 
While Article 2(1) calls on states to ensure the elimination of all forms of discrimination 
that women and girls face, it also gives specific prescription as to how to protect women 
and girls from further harassment.
 
 Article 12 (1c) of the Maputo Protocol on the right to education and training calls on states to protect 

women, especially the girl-child from all forms of abuse, including sexual harassment in schools and other 
educational institutions and provide for sanctions against the perpetrators of such practices

 Article 12 (1d) also calls on 

states to provide access to counselling and rehabilitation services to women who 
suffer abuses and sexual harassment.

 Article 13 (c) 

ensure transparency in recruitment, promotion and dismissal of women and combat
and punish sexual harassment in the workplace;

 The Maputo Protocol is the only human rights document to recognise the need to 
eliminate sexual harassment in schools. It is also progressive in that it requires states to 
ensure that both public and private institutions set out a clear procedure in employment 
and promotion standards, thereby eliminating the possibility of quid pro quo harassment. 
If and when sexual harassment consequently happens, the Maputo Protocols requires 
that rehabilitation services be made available. 

Section 295 - Private indecency 
 Whoever in any place notwithstanding that it may not be open to the public 
commits an indecent act in the presence of any person of either sex and without his 
consent shall be punished with imprisonment from 15 days to 2 years or with fine from 
CFAF 10000 to CFAF 100000.
Section 81 (1) of Law N° 2010/012 of 21 December 2010 relating to cybersecurity and 
cybercriminal in Cameroon makes it criminal for any adult to use an electronic 
communication network or information system to make sexual proposals to minors 
below 15 years old or to a person having the features of a minor. The penalty shall be 
double the penalties stipulated in section 295 of the Penal Code. The penalty is doubled 
when an electronic communication devises was used. This is very important to the sexual 
harassment discussion as many things, adolescents are harassed online by their peers 
and other adults. 
 Section 296 - Rape Whoever by force or moral ascendency compels any person 
whether above or below the age of puberty to have sexual intercourse with him shall be 
punished with imprisonment for from 5 to 10 years.

Survey Rationale and Justification
 Sexual harassment is fuelled in part by the stories we tell ourselves and the 
narratives that we choose to believe. Many organisations are often driven to protect 
perceived high performers, superstars, creative geniuses, and other societal influencers 
at all costs. This is often driven by the belief that success, innovation, or survival is 
dependent on that one person, regardless of their behaviour. Narratives around the 
so-called “ideal worker” perpetuate a gender-harassing power dynamic rooted in the 
belief that women and others who do not conform to these traditional norms do not 
belong and cannot compete in the work or social world, and that men do not belong in 
caregiving. 
 These damaging mythologies not only drive rampant sexual harassment, but also 
foster abusive and toxic cultures that silence, undermine, and waste the talents and 
potential of many people. Denial - thinking that sexual harassment does not happen in, 
say, female-dominated environments, or that organisations have already eliminated it, is 
another dominant false narrative that provides fertile ground for sexual harassment to 
thrive.
 There are underlying patterns for sexual harassment, but those patterns do not 
capture the variations in experience by different groups of people in diverse contexts. 
Women of lower status and young girls are the most common targets of sexual 
harassment by perpetrators, who are typically men of higher status. However, sexual 
harassment in the workplace is by no means limited to this dynamic. Men, particularly 
those who do not conform to traditionally masculine norms, such as LGBTQ and 
gender-nonconforming individuals as well as others who are seen as outsiders, can be 
targeted. Women can be harassers as well.

Methodological Approach
 An online survey targeting children from the age of 10 to adults aged 60+ years was 
used. The rationale behind this clustering of targets was that at very tender ages, children 
are at risk of being sexually harassed by their parents, friends, caregivers, teachers and 
even strangers. At the teen and youth level, there are aspects of peer pressure that are 
intensified with regards to exposure to sexual content in online and offline spaces that 
directly concern sexual harassment. For those who are 35+ years, there are also unique 
components of sexual harassment that take place at places of business and work. Thus, it 
is clear that sexual harassment takes different forms in different contexts contingent on 
factors such as age level and class. 
 To this effect, a tool was developed on the SurveyPlanet platform with particular 
questions focused on understanding the case of sexual harassment in the context of 
Cameroon, and how it affects different persons based on factors such as social status, 
age, culture, and education level, among others. The survey ran for a period of 06 weeks. 
Besides the online survey, physical group discussions and informant interviews were 

administered to triangulate with the online findings. The results, which were analysed 
completely anonymously, will be used to    tackle core problems through the following 
strategies:
• Work with education institutions to develop Sexual Harassment Policies, 
• Advocate for the development of a Sexual Harassment Policy in business and 
workplace 
• Support government departments, organisations, education institutions and 
business enterprises to develop service charters that advocate against Sexual 
Harassment.
• Map capacity enhancement opportunities for different spaces where Sexual 
Harassment is prevalent

Ethical Standards 
 In order to guarantee that the ethical provisions in place and practised for research 
were adhered to and put into effect while engaging respondents during the survey 
process and to ensure that the process was beyond reproach, there was a deliberate 
action to ensure that the process frontloads documentation and reporting as a critical 
action.
 However, to ensure that the documentation aspect does not supersede the cultural, 
religious and social priorities of the respondents in question, the process ensured that the 
introduction to the survey made it clear that completing the survey was optional and one 
was at liberty to opt-out of questions that they considered infringing. 
 Lastly and most importantly, as the primary target category, the survey leads 
ensured that all protocols are observed on engagement with children (where applicable) 
in terms of security, confidentiality and their ownership and consent. Information gathered 
therein was not to be shared with any third party in any form without the prior written 
approval of a duly authorised person.

SURVEY QUESTIONS
Qstn.1; What is your  gender?

Qstn.2; Which town do you live in?
Of the total number of respondents, which stood at 415 individuals, 309 respondents were 
from the Buea area whilst 106 were from other areas. There were two responses from 
Nairobi, Kenya. Kindly study the annexure for raw data on the respondents’ locations.

Qstn.3; How old are you?

 

Qstn. 4; What faith group would you say you belong to?

 

Qstn. 5; Have you ever experienced sexual harassment?

Qstn. 6; How often has this happened to you? (you can tick more than one)

 

Qstn. 7; What type(s) of sexual harassment have you experienced? (you can tick more 
than one)

 

Qstn. 8; Please rate the following situations of harassment, as common and rare accord-
ing to your knowledge/ experience. (1=Rare, 2=Common, 3=Very Common)
 

 
Qstn. 9; Please rate the following situations of harassment, in terms of severity as felt by 
you. (1= Rare, 2= Common, 3 = Very Common)
Scoring
 

Qstn. 10 How did the situation make you feel? (you can tick more than one)

 

Qstn. 11 Where did this happen to you? (you can tick more than one)

                                                                                 

Qstn. 12 Did this happen in the city you live in? If no, please tell us where in the space 
provided
 

Qstn. 13 Who did this to you?
                                                                               

Qstn. 14 Did you feel you needed support or help with this?
 

Qstn. 15 If yes, did you get the support you needed?

 

Qstn. 16 Who supported you? (you can tick more than one)

 

Qstn. 17 Do you feel you have been pushed or forced to do anything differently because 
of your experience of sexual harassment? (e.g not walk a certain route, change of dress 
etc.)

Based on those who said the harassment changed them, said this experienced
according to them made them to;

Yes

No

Not Sure

Friends

Family

Helpline

Counselling Service

Public Service

Community Based Organizations/NGO

Faith Based Organization

No One

Other (please specify)

Yes

No

Not Sure

Yes

No

Not Sure

RECOMMENDATIONS AND STRATEGIES TO ADDRESS SEXUAL
HARASSMENT IN SCHOOLS/UNIVERSITIES

1. Policies and Procedures
All educational institutions are required to maintain a sexual harassment policy that 
dictates procedures to be followed when dealing with a sexual harassment complaint. 
This must be accompanied by information about domestic laws that complement the 
sexual harassment policy. These policies, in connection with domestic laws, will serve as 
guides for students and school administrators, teachers, counsellors and parents to 
safeguard students from peer to peer sexual harassment as well as sexual harassment 
by school officials or representatives.

2. Appointment of Designated Counsellors
Victims of sexual harassment can experience physical and psychological disorders. It is, 
therefore, the school’s responsibility to designate a qualified (licensed), safe, trusted, 
caring, and approachable counsellor to provide support and guidance to victims of 
sexual harassment. The counsellor would focus on providing guidance to the victims of 
sexual harassment, with the time, space, and autonomy needed, but at the same time 
being mindful of the fact that the school administrators need to be involved, as well as 
parents (especially in the case of minors). The school counsellor’s strategy in dealing with 
cases of sexual harassment could include: 
• collecting information;
• providing counselling services for victims;
• conducting an evaluation; and
• follow-up strategies.

3. Awareness Sessions for Students
 “I had to apply for my job location to be changed without stating

  clearly my reasons because she was my Boss”
Awareness sessions should be held with students to give them an overview of sexual 
harassment and how to recognise all forms of sexual harassment. Students must be 
taught the difference between friendly teasing and bullying as well as the difference 
between flirting and harassment. Behaviour expectations must be clearly defined and 
explained, and fair and consistent consequences need to be outlined and reinforced.  
 These sessions will equally serve as a platform to survey the students, in order to 
determine the levels of understanding of the subject matter and identify gaps in 
knowledge which will be bridged during the sessions. The sessions will be characterised 

by presentations from experts in the field and an opportunity for questions and answers. 
Discussions should focus on the following key topics:
• What is sexual harassment? 
• Why do some people behave in this way? 
• Why is it a problem? 
• How can it be addressed?
• What can you do if you are sexually harassed?

4.Training and Planning Meetings for School Representatives and/or 
Administrators
It is particularly essential that a meeting convening school representatives/administrator, 
counsellors, and nurses should be designed.
This meeting is designed to review all documents containing any reference to sexual 
harassment such as the school’s sexual harassment policies, procedures and sanctions 
contained in employee and student handbooks, and the national and international laws 
regarding sexual harassment. Moreover, the meeting will be used as a platform to raise 
awareness about the prevalence of sexual harassment among students (peer-to-peer 
and harassment by school officials or representatives) and the legal issues and 
implications.

5. School Curriculum
 It is especially important to integrate the subject of sexual harassment into the 
curriculum and make the discussions engaging, ongoing and age-appropriate. This will 
provide students with information about sexual harassment in order to reduce the inci-
dence of sexual harassment, encourage victims of sexual harassment to get help by 
reporting to adults, promote respectful behaviours with peers, and in general help those 
who experience sexual harassment.
 Because sexual violence occurs in a broader context that can include many forms 
of sexual violence, it is equally important to include the subject of sexual and gender 
violence into the school curriculum.
 Moreover, an introductory lesson appropriate for early primary and upper primary 
grades should be developed. The language used will be different from the language 
used when dealing with students in high school or university, especially considering many 
might not have heard of sex, or might have heard about sex and relationships from their 
peers or the internet.

6. Parent Involvement
 “I no longer speak to my uncles and some of my family members because   

 rather than doing me justice they told me to keep quiet and safe the family name”.

Getting parents involved is crucial in tackling sexual harassment within educational 
institutions, especially in the case of minors. It is therefore vital that parents are educated 
about sexual harassment and its harmful effects in order to help them identify 
harassment and respond appropriately. When harassment occurs, the family of the 
victim needs to be informed of the details so that the emotional and developmental 
needs of the victim can be addressed. The family of the perpetrators, when it comes to 
peer-to-peer sexual harassment, should equally be informed, and their involvement may 
be needed to avoid long-term emotional damage and to modify inappropriate 
behaviour.
 
7. Community Awareness
 “In my quarter, I seldom go to the store. Even if I need something so badly,  I prefer  

 substituting my need for something else”.

The subject of sexual harassment is a relatively “foreign” concept within the community in 
general. However, sexual harassment and gender violence within learning institutions is 
very prevalent and often goes unreported. This is particularly true when it relates to 
sexual harassment by school representatives or administrators. Therefore, awareness of 
this subject matter should be carried out, especially awareness wi thin the police and law 
enforcement authorities, civil society, law and policymakers, and community leaders. This 
will create an environment where victims of sexual harassment are comfortable with 
reporting such cases, and perpetrators are successfully prosecuted.

Glossary

Birthright: A particular right of possession or privilege one has from birth.
Sexual Harassment:  Behaviour by an individual or group, which is sexual in nature, that  
 makes the target feel distressed, intimidated or offended.
Quid pro quo: A favour or advantage granted or expected in return for something.
Maputo Protocol: The Protocol to the African Charter on Human and Peoples’ Rights on  
 the Rights of Women in Africa, better known as the Maputo Protocol, is an 
 international human rights instrument established by the African Union that went  
 into effect in 2005.
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Introductory Background
 Sexual harassment is not something that just happens because of fleeting
circumstance or desire. Rather, in every realm of society, it is driven by imbalances in 
power. Furthermore, men tend to hold far more positions of power in all sectors of the 
social, cultural and economic spheres. Even in female-dominated fields, men are more 
likely to be supervisors, principals, and managers.  Thus, men wield more control in
discourses of power. Further to this, race and racism, culture and cultural dictates, and 
society and socialization all add another layer to systemic power imbalances.
 Studies conducted across the African continent indicate that there are no sectors 
untouched by sexual harassment, nor unaffected by its impacts. Sexual harassment 
damages the lives, health, prospects, financial independence, and opportunities of its 
victims. Not only does sexual harassment cost businesses considerable legal fees, but it 
also results in lost productivity, morale, effectiveness, and talent. Tolerating or failing to 
adequately respond to sexual harassment restricts men, women and other targets’
economic security, access to opportunity, and advancement, ultimately preserving the 
status quo and its accompanying power imbalances that drive sexual harassment in the 
first place.
 All in all, Sexual Harassment is defined as:  an individual’s behaviour, which is sexual 
in nature, that makes the target feel distressed, intimidated or offended. Such behaviours 
include but are not limited to: Sexual comments or jokes; Physical behaviour; unwelcome 
sexual advances, touching, and various forms of sexual assault - Displaying photos,
pictures, or drawings of a sexual nature - Sending messages, emails, etc. with sexual 
content.
 The objectification of women and girls has continued for several centuries. Its
persistence prompts us to investigate how best state parties can protect everyone from 
these such violations. In many cultures, men are brought up to believe that behaviour 
which we now consider as sexual harassment is their birthright . To assert this right, some 
men seek to threaten women or emphasise their subordinate status while others seek to 
protest women's presence in the workplace. In contrast, other men seek to entertain 
themselves in a manner considered acceptable in many men's private lives or all-male 
environments; in turn, women have been conditioned to accept these harassments as 
inevitable despite the effects upon them. This paper, however, does not argue that 
women are the only victims of sexual harassment, but it must be noted that studies have 
shown that women are disproportionately impacted by sexual harassment. These acts of 
harassment have continued to be perpetrated with impunity even in countries where 
laws against discrimination and sexual harassment laws have been enacted or ratified.  
 The persistence of sexual harassment thus requires us to reinvent laws to ensure 

that laws protect everyone from ever experiencing sexual harassment. Consequently, in 
this paper, we will frame sexual harassment from a human rights perspective, discuss the 
national and regional frameworks, examine statistics from a research survey, and issue a 
call to action for the elimination of sexual harassment.

National Legal Framework for Sexual Harassment
 In Cameroon, Section 302 of the Penal Code defines sexual harassment as:  
 

 However, this discussion focuses 
on just one definition of what sexual 
harassment is. Sexual harassment 
cases fall into two broad and 
sometimes overlapping categories: 
quid pro quo harassment, in which the 
victim suffers an economic deprivation 
as the direct result of refusing the 
sexual advances of her supervisor; and 
hostile environment harassment, in 
which the victim endures various sorts 
of abuse of a sexually-charged nature 
from either a supervisor or co-workers. 
 Quid pro quo or “this for that” 

(“this” is the sex and “that” is the benefit)  is when someone in a position of authority, such 
as a teacher, supervisor, or employer conditions promotion/success/job-related
consequences on obtaining sexual favours. Should the person being harassed refuse to 
surrender to such a request, they face the risk of losing the benefits that were to follow.  In 
this case, and for the act to be considered as sexual harassment, it has to be explicitly or 
implicitly clear that further employment/promotion/success is contingent on the 
submission of the individual being harassed. Therefore, it has to be clear that accepting or 
denying such advances will be the basis for which decision affecting the individual will be 
made.  
 Hostile environment sexual harassment is when the harassment impacts work

performance or creates an intimidating, hostile, or offensive working environment for the 
person who is being harassed.  While this definition might be highly contested, its preva-
lence cannot be ignored. The argument here is how do we evaluate what an offensive, 
hostile or intimidating environment is? However, it is our position that for an environment 
to be hostile, it has to affect the individual either physically or psychologically. 
 Cameroon has ratified several international human rights treaties, and Article 45 of 
the constitution of Cameroon prescribes that duly approved or ratified treaties and
international agreements shall, following the publication, override national laws, provided 
the other party implements the said treaty or agreement. Cameroon is therefore obliged 
to provide the necessary legal and administrative framework to ensure that sexual 
harassment is eliminated or punished under the obligations discussed below.

International Definition of Sexual Harassment
 Most of the forms of sexual harassment that people face are unwelcome sexual 
advances and sex-based discrimination. Sexual harassment constitutes discrimination 
based on sex. The 1948 Universal Declaration of Human Rights, the International Covenant 
on Civil and Political Rights, the International Convention on Economic, Social and Cultural 
Rights, and the 1979 Convention on the Elimination of All Forms of Discrimination Against 
Women (CEDAW) have each denounced the forms of discrimination that women face. 
Sexual harassment is the disrespect of the principle of equal treatment with regards to 
access to employment and promotion, which includes sexual blackmail (as is the case in 
schools where marks are traded for sex).

General Recommendation 19 of the CEDAW Committee defines 
sexual harassment as: 

 
 Sexual harassment includes such unwelcome sexually determined behaviour as physical contact and 

advances, sexually coloured remarks, showing pornography and sexual demands, whether by words or actions. 
Such conduct can be humiliating and may constitute a health and safety problem; it is discriminatory when the 

woman has reasonable grounds to believe that her objection would disadvantage her in connection with her 
employment, including recruitment or promotion, or when it creates a hostile working environment. 

 
General Recommendation 19 of the CEDAW Committee recognises sexual harassment as 
gender-specific violence under the convention. The Committee notes that sexual harass-
ment occurs at places of employment and constitute a hostile work
environment for which there should be claims. 

Regional Definition of Sexual Harassment
 In Africa, the Maputo Protocol is outstanding in its articulation of sexual harassment. 
While Article 2(1) calls on states to ensure the elimination of all forms of discrimination 
that women and girls face, it also gives specific prescription as to how to protect women 
and girls from further harassment.
 
 Article 12 (1c) of the Maputo Protocol on the right to education and training calls on states to protect 

women, especially the girl-child from all forms of abuse, including sexual harassment in schools and other 
educational institutions and provide for sanctions against the perpetrators of such practices

 Article 12 (1d) also calls on 

states to provide access to counselling and rehabilitation services to women who 
suffer abuses and sexual harassment.

 Article 13 (c) 

ensure transparency in recruitment, promotion and dismissal of women and combat
and punish sexual harassment in the workplace;

 The Maputo Protocol is the only human rights document to recognise the need to 
eliminate sexual harassment in schools. It is also progressive in that it requires states to 
ensure that both public and private institutions set out a clear procedure in employment 
and promotion standards, thereby eliminating the possibility of quid pro quo harassment. 
If and when sexual harassment consequently happens, the Maputo Protocols requires 
that rehabilitation services be made available. 

Section 295 - Private indecency 
 Whoever in any place notwithstanding that it may not be open to the public 
commits an indecent act in the presence of any person of either sex and without his 
consent shall be punished with imprisonment from 15 days to 2 years or with fine from 
CFAF 10000 to CFAF 100000.
Section 81 (1) of Law N° 2010/012 of 21 December 2010 relating to cybersecurity and 
cybercriminal in Cameroon makes it criminal for any adult to use an electronic 
communication network or information system to make sexual proposals to minors 
below 15 years old or to a person having the features of a minor. The penalty shall be 
double the penalties stipulated in section 295 of the Penal Code. The penalty is doubled 
when an electronic communication devises was used. This is very important to the sexual 
harassment discussion as many things, adolescents are harassed online by their peers 
and other adults. 
 Section 296 - Rape Whoever by force or moral ascendency compels any person 
whether above or below the age of puberty to have sexual intercourse with him shall be 
punished with imprisonment for from 5 to 10 years.

Survey Rationale and Justification
 Sexual harassment is fuelled in part by the stories we tell ourselves and the 
narratives that we choose to believe. Many organisations are often driven to protect 
perceived high performers, superstars, creative geniuses, and other societal influencers 
at all costs. This is often driven by the belief that success, innovation, or survival is 
dependent on that one person, regardless of their behaviour. Narratives around the 
so-called “ideal worker” perpetuate a gender-harassing power dynamic rooted in the 
belief that women and others who do not conform to these traditional norms do not 
belong and cannot compete in the work or social world, and that men do not belong in 
caregiving. 
 These damaging mythologies not only drive rampant sexual harassment, but also 
foster abusive and toxic cultures that silence, undermine, and waste the talents and 
potential of many people. Denial - thinking that sexual harassment does not happen in, 
say, female-dominated environments, or that organisations have already eliminated it, is 
another dominant false narrative that provides fertile ground for sexual harassment to 
thrive.
 There are underlying patterns for sexual harassment, but those patterns do not 
capture the variations in experience by different groups of people in diverse contexts. 
Women of lower status and young girls are the most common targets of sexual 
harassment by perpetrators, who are typically men of higher status. However, sexual 
harassment in the workplace is by no means limited to this dynamic. Men, particularly 
those who do not conform to traditionally masculine norms, such as LGBTQ and 
gender-nonconforming individuals as well as others who are seen as outsiders, can be 
targeted. Women can be harassers as well.

Methodological Approach
 An online survey targeting children from the age of 10 to adults aged 60+ years was 
used. The rationale behind this clustering of targets was that at very tender ages, children 
are at risk of being sexually harassed by their parents, friends, caregivers, teachers and 
even strangers. At the teen and youth level, there are aspects of peer pressure that are 
intensified with regards to exposure to sexual content in online and offline spaces that 
directly concern sexual harassment. For those who are 35+ years, there are also unique 
components of sexual harassment that take place at places of business and work. Thus, it 
is clear that sexual harassment takes different forms in different contexts contingent on 
factors such as age level and class. 
 To this effect, a tool was developed on the SurveyPlanet platform with particular 
questions focused on understanding the case of sexual harassment in the context of 
Cameroon, and how it affects different persons based on factors such as social status, 
age, culture, and education level, among others. The survey ran for a period of 06 weeks. 
Besides the online survey, physical group discussions and informant interviews were 

administered to triangulate with the online findings. The results, which were analysed 
completely anonymously, will be used to    tackle core problems through the following 
strategies:
• Work with education institutions to develop Sexual Harassment Policies, 
• Advocate for the development of a Sexual Harassment Policy in business and 
workplace 
• Support government departments, organisations, education institutions and 
business enterprises to develop service charters that advocate against Sexual 
Harassment.
• Map capacity enhancement opportunities for different spaces where Sexual 
Harassment is prevalent

Ethical Standards 
 In order to guarantee that the ethical provisions in place and practised for research 
were adhered to and put into effect while engaging respondents during the survey 
process and to ensure that the process was beyond reproach, there was a deliberate 
action to ensure that the process frontloads documentation and reporting as a critical 
action.
 However, to ensure that the documentation aspect does not supersede the cultural, 
religious and social priorities of the respondents in question, the process ensured that the 
introduction to the survey made it clear that completing the survey was optional and one 
was at liberty to opt-out of questions that they considered infringing. 
 Lastly and most importantly, as the primary target category, the survey leads 
ensured that all protocols are observed on engagement with children (where applicable) 
in terms of security, confidentiality and their ownership and consent. Information gathered 
therein was not to be shared with any third party in any form without the prior written 
approval of a duly authorised person.

SURVEY QUESTIONS
Qstn.1; What is your  gender?

Qstn.2; Which town do you live in?
Of the total number of respondents, which stood at 415 individuals, 309 respondents were 
from the Buea area whilst 106 were from other areas. There were two responses from 
Nairobi, Kenya. Kindly study the annexure for raw data on the respondents’ locations.

Qstn.3; How old are you?

 

Qstn. 4; What faith group would you say you belong to?

 

Qstn. 5; Have you ever experienced sexual harassment?

Qstn. 6; How often has this happened to you? (you can tick more than one)

 

Qstn. 7; What type(s) of sexual harassment have you experienced? (you can tick more 
than one)

 

Qstn. 8; Please rate the following situations of harassment, as common and rare accord-
ing to your knowledge/ experience. (1=Rare, 2=Common, 3=Very Common)
 

 
Qstn. 9; Please rate the following situations of harassment, in terms of severity as felt by 
you. (1= Rare, 2= Common, 3 = Very Common)
Scoring
 

Qstn. 10 How did the situation make you feel? (you can tick more than one)

 

Qstn. 11 Where did this happen to you? (you can tick more than one)

                                                                                 

Qstn. 12 Did this happen in the city you live in? If no, please tell us where in the space 
provided
 

Qstn. 13 Who did this to you?
                                                                               

Qstn. 14 Did you feel you needed support or help with this?
 

Qstn. 15 If yes, did you get the support you needed?

 

Qstn. 16 Who supported you? (you can tick more than one)

 

Qstn. 17 Do you feel you have been pushed or forced to do anything differently because 
of your experience of sexual harassment? (e.g not walk a certain route, change of dress 
etc.)

Based on those who said the harassment changed them, said this experienced
according to them made them to;

RECOMMENDATIONS AND STRATEGIES TO ADDRESS SEXUAL
HARASSMENT IN SCHOOLS/UNIVERSITIES

1. Policies and Procedures
All educational institutions are required to maintain a sexual harassment policy that 
dictates procedures to be followed when dealing with a sexual harassment complaint. 
This must be accompanied by information about domestic laws that complement the 
sexual harassment policy. These policies, in connection with domestic laws, will serve as 
guides for students and school administrators, teachers, counsellors and parents to 
safeguard students from peer to peer sexual harassment as well as sexual harassment 
by school officials or representatives.

2. Appointment of Designated Counsellors
Victims of sexual harassment can experience physical and psychological disorders. It is, 
therefore, the school’s responsibility to designate a qualified (licensed), safe, trusted, 
caring, and approachable counsellor to provide support and guidance to victims of 
sexual harassment. The counsellor would focus on providing guidance to the victims of 
sexual harassment, with the time, space, and autonomy needed, but at the same time 
being mindful of the fact that the school administrators need to be involved, as well as 
parents (especially in the case of minors). The school counsellor’s strategy in dealing with 
cases of sexual harassment could include: 
• collecting information;
• providing counselling services for victims;
• conducting an evaluation; and
• follow-up strategies.

3. Awareness Sessions for Students
 “I had to apply for my job location to be changed without stating

  clearly my reasons because she was my Boss”
Awareness sessions should be held with students to give them an overview of sexual 
harassment and how to recognise all forms of sexual harassment. Students must be 
taught the difference between friendly teasing and bullying as well as the difference 
between flirting and harassment. Behaviour expectations must be clearly defined and 
explained, and fair and consistent consequences need to be outlined and reinforced.  
 These sessions will equally serve as a platform to survey the students, in order to 
determine the levels of understanding of the subject matter and identify gaps in 
knowledge which will be bridged during the sessions. The sessions will be characterised 

by presentations from experts in the field and an opportunity for questions and answers. 
Discussions should focus on the following key topics:
• What is sexual harassment? 
• Why do some people behave in this way? 
• Why is it a problem? 
• How can it be addressed?
• What can you do if you are sexually harassed?

4.Training and Planning Meetings for School Representatives and/or 
Administrators
It is particularly essential that a meeting convening school representatives/administrator, 
counsellors, and nurses should be designed.
This meeting is designed to review all documents containing any reference to sexual 
harassment such as the school’s sexual harassment policies, procedures and sanctions 
contained in employee and student handbooks, and the national and international laws 
regarding sexual harassment. Moreover, the meeting will be used as a platform to raise 
awareness about the prevalence of sexual harassment among students (peer-to-peer 
and harassment by school officials or representatives) and the legal issues and 
implications.

5. School Curriculum
 It is especially important to integrate the subject of sexual harassment into the 
curriculum and make the discussions engaging, ongoing and age-appropriate. This will 
provide students with information about sexual harassment in order to reduce the inci-
dence of sexual harassment, encourage victims of sexual harassment to get help by 
reporting to adults, promote respectful behaviours with peers, and in general help those 
who experience sexual harassment.
 Because sexual violence occurs in a broader context that can include many forms 
of sexual violence, it is equally important to include the subject of sexual and gender 
violence into the school curriculum.
 Moreover, an introductory lesson appropriate for early primary and upper primary 
grades should be developed. The language used will be different from the language 
used when dealing with students in high school or university, especially considering many 
might not have heard of sex, or might have heard about sex and relationships from their 
peers or the internet.

6. Parent Involvement
 “I no longer speak to my uncles and some of my family members because   

 rather than doing me justice they told me to keep quiet and safe the family name”.

Getting parents involved is crucial in tackling sexual harassment within educational 
institutions, especially in the case of minors. It is therefore vital that parents are educated 
about sexual harassment and its harmful effects in order to help them identify 
harassment and respond appropriately. When harassment occurs, the family of the 
victim needs to be informed of the details so that the emotional and developmental 
needs of the victim can be addressed. The family of the perpetrators, when it comes to 
peer-to-peer sexual harassment, should equally be informed, and their involvement may 
be needed to avoid long-term emotional damage and to modify inappropriate 
behaviour.
 
7. Community Awareness
 “In my quarter, I seldom go to the store. Even if I need something so badly,  I prefer  

 substituting my need for something else”.

The subject of sexual harassment is a relatively “foreign” concept within the community in 
general. However, sexual harassment and gender violence within learning institutions is 
very prevalent and often goes unreported. This is particularly true when it relates to 
sexual harassment by school representatives or administrators. Therefore, awareness of 
this subject matter should be carried out, especially awareness wi thin the police and law 
enforcement authorities, civil society, law and policymakers, and community leaders. This 
will create an environment where victims of sexual harassment are comfortable with 
reporting such cases, and perpetrators are successfully prosecuted.

Glossary

Birthright: A particular right of possession or privilege one has from birth.
Sexual Harassment:  Behaviour by an individual or group, which is sexual in nature, that  
 makes the target feel distressed, intimidated or offended.
Quid pro quo: A favour or advantage granted or expected in return for something.
Maputo Protocol: The Protocol to the African Charter on Human and Peoples’ Rights on  
 the Rights of Women in Africa, better known as the Maputo Protocol, is an 
 international human rights instrument established by the African Union that went  
 into effect in 2005.
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“more cautious and 
educated to prevent 
that from happening 
to my daughters and 

grandkids”
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“to change the kind of 
dresses i wear and also not 

to go to some places 
without atleast a friend”. 

“yes, it made me to abuse 
others too”.
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“avoiding visiting and 
working in some places 

inorder not to meet 
those kind of people”

“block people from viewing 
my status, quit my job, stop 

talking to people”.

“Avoid going to certain offices.  
Uninstalled Facebook 

messenger”

“Just want to sleep with
every girl that comes my way 

uncontrollably”
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“to change the kind of 
dresses i wear and also not 

to go to some places 
without atleast a friend”. 

“yes, it made me to abuse 
others too”.
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“avoiding visiting and 
working in some places 

inorder not to meet 
those kind of people”

“Avoid certain conversation especially 
conversations that are intimate in public, 
always be firm in your decision, consent 

should always be given in all 
circumstances and also alert neighbours 
or people around you if you are faced”
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“I'm scared of men 
and it's affecting my 

marriage”
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Introductory Background
 Sexual harassment is not something that just happens because of fleeting
circumstance or desire. Rather, in every realm of society, it is driven by imbalances in 
power. Furthermore, men tend to hold far more positions of power in all sectors of the 
social, cultural and economic spheres. Even in female-dominated fields, men are more 
likely to be supervisors, principals, and managers.  Thus, men wield more control in
discourses of power. Further to this, race and racism, culture and cultural dictates, and 
society and socialization all add another layer to systemic power imbalances.
 Studies conducted across the African continent indicate that there are no sectors 
untouched by sexual harassment, nor unaffected by its impacts. Sexual harassment 
damages the lives, health, prospects, financial independence, and opportunities of its 
victims. Not only does sexual harassment cost businesses considerable legal fees, but it 
also results in lost productivity, morale, effectiveness, and talent. Tolerating or failing to 
adequately respond to sexual harassment restricts men, women and other targets’
economic security, access to opportunity, and advancement, ultimately preserving the 
status quo and its accompanying power imbalances that drive sexual harassment in the 
first place.
 All in all, Sexual Harassment is defined as:  an individual’s behaviour, which is sexual 
in nature, that makes the target feel distressed, intimidated or offended. Such behaviours 
include but are not limited to: Sexual comments or jokes; Physical behaviour; unwelcome 
sexual advances, touching, and various forms of sexual assault - Displaying photos,
pictures, or drawings of a sexual nature - Sending messages, emails, etc. with sexual 
content.
 The objectification of women and girls has continued for several centuries. Its
persistence prompts us to investigate how best state parties can protect everyone from 
these such violations. In many cultures, men are brought up to believe that behaviour 
which we now consider as sexual harassment is their birthright . To assert this right, some 
men seek to threaten women or emphasise their subordinate status while others seek to 
protest women's presence in the workplace. In contrast, other men seek to entertain 
themselves in a manner considered acceptable in many men's private lives or all-male 
environments; in turn, women have been conditioned to accept these harassments as 
inevitable despite the effects upon them. This paper, however, does not argue that 
women are the only victims of sexual harassment, but it must be noted that studies have 
shown that women are disproportionately impacted by sexual harassment. These acts of 
harassment have continued to be perpetrated with impunity even in countries where 
laws against discrimination and sexual harassment laws have been enacted or ratified.  
 The persistence of sexual harassment thus requires us to reinvent laws to ensure 

that laws protect everyone from ever experiencing sexual harassment. Consequently, in 
this paper, we will frame sexual harassment from a human rights perspective, discuss the 
national and regional frameworks, examine statistics from a research survey, and issue a 
call to action for the elimination of sexual harassment.

National Legal Framework for Sexual Harassment
 In Cameroon, Section 302 of the Penal Code defines sexual harassment as:  
 

 However, this discussion focuses 
on just one definition of what sexual 
harassment is. Sexual harassment 
cases fall into two broad and 
sometimes overlapping categories: 
quid pro quo harassment, in which the 
victim suffers an economic deprivation 
as the direct result of refusing the 
sexual advances of her supervisor; and 
hostile environment harassment, in 
which the victim endures various sorts 
of abuse of a sexually-charged nature 
from either a supervisor or co-workers. 
 Quid pro quo or “this for that” 

(“this” is the sex and “that” is the benefit)  is when someone in a position of authority, such 
as a teacher, supervisor, or employer conditions promotion/success/job-related
consequences on obtaining sexual favours. Should the person being harassed refuse to 
surrender to such a request, they face the risk of losing the benefits that were to follow.  In 
this case, and for the act to be considered as sexual harassment, it has to be explicitly or 
implicitly clear that further employment/promotion/success is contingent on the 
submission of the individual being harassed. Therefore, it has to be clear that accepting or 
denying such advances will be the basis for which decision affecting the individual will be 
made.  
 Hostile environment sexual harassment is when the harassment impacts work

performance or creates an intimidating, hostile, or offensive working environment for the 
person who is being harassed.  While this definition might be highly contested, its preva-
lence cannot be ignored. The argument here is how do we evaluate what an offensive, 
hostile or intimidating environment is? However, it is our position that for an environment 
to be hostile, it has to affect the individual either physically or psychologically. 
 Cameroon has ratified several international human rights treaties, and Article 45 of 
the constitution of Cameroon prescribes that duly approved or ratified treaties and
international agreements shall, following the publication, override national laws, provided 
the other party implements the said treaty or agreement. Cameroon is therefore obliged 
to provide the necessary legal and administrative framework to ensure that sexual 
harassment is eliminated or punished under the obligations discussed below.

International Definition of Sexual Harassment
 Most of the forms of sexual harassment that people face are unwelcome sexual 
advances and sex-based discrimination. Sexual harassment constitutes discrimination 
based on sex. The 1948 Universal Declaration of Human Rights, the International Covenant 
on Civil and Political Rights, the International Convention on Economic, Social and Cultural 
Rights, and the 1979 Convention on the Elimination of All Forms of Discrimination Against 
Women (CEDAW) have each denounced the forms of discrimination that women face. 
Sexual harassment is the disrespect of the principle of equal treatment with regards to 
access to employment and promotion, which includes sexual blackmail (as is the case in 
schools where marks are traded for sex).

General Recommendation 19 of the CEDAW Committee defines 
sexual harassment as: 

 
 Sexual harassment includes such unwelcome sexually determined behaviour as physical contact and 

advances, sexually coloured remarks, showing pornography and sexual demands, whether by words or actions. 
Such conduct can be humiliating and may constitute a health and safety problem; it is discriminatory when the 

woman has reasonable grounds to believe that her objection would disadvantage her in connection with her 
employment, including recruitment or promotion, or when it creates a hostile working environment. 

 
General Recommendation 19 of the CEDAW Committee recognises sexual harassment as 
gender-specific violence under the convention. The Committee notes that sexual harass-
ment occurs at places of employment and constitute a hostile work
environment for which there should be claims. 

Regional Definition of Sexual Harassment
 In Africa, the Maputo Protocol is outstanding in its articulation of sexual harassment. 
While Article 2(1) calls on states to ensure the elimination of all forms of discrimination 
that women and girls face, it also gives specific prescription as to how to protect women 
and girls from further harassment.
 
 Article 12 (1c) of the Maputo Protocol on the right to education and training calls on states to protect 

women, especially the girl-child from all forms of abuse, including sexual harassment in schools and other 
educational institutions and provide for sanctions against the perpetrators of such practices

 Article 12 (1d) also calls on 

states to provide access to counselling and rehabilitation services to women who 
suffer abuses and sexual harassment.

 Article 13 (c) 

ensure transparency in recruitment, promotion and dismissal of women and combat
and punish sexual harassment in the workplace;

 The Maputo Protocol is the only human rights document to recognise the need to 
eliminate sexual harassment in schools. It is also progressive in that it requires states to 
ensure that both public and private institutions set out a clear procedure in employment 
and promotion standards, thereby eliminating the possibility of quid pro quo harassment. 
If and when sexual harassment consequently happens, the Maputo Protocols requires 
that rehabilitation services be made available. 

Section 295 - Private indecency 
 Whoever in any place notwithstanding that it may not be open to the public 
commits an indecent act in the presence of any person of either sex and without his 
consent shall be punished with imprisonment from 15 days to 2 years or with fine from 
CFAF 10000 to CFAF 100000.
Section 81 (1) of Law N° 2010/012 of 21 December 2010 relating to cybersecurity and 
cybercriminal in Cameroon makes it criminal for any adult to use an electronic 
communication network or information system to make sexual proposals to minors 
below 15 years old or to a person having the features of a minor. The penalty shall be 
double the penalties stipulated in section 295 of the Penal Code. The penalty is doubled 
when an electronic communication devises was used. This is very important to the sexual 
harassment discussion as many things, adolescents are harassed online by their peers 
and other adults. 
 Section 296 - Rape Whoever by force or moral ascendency compels any person 
whether above or below the age of puberty to have sexual intercourse with him shall be 
punished with imprisonment for from 5 to 10 years.

Survey Rationale and Justification
 Sexual harassment is fuelled in part by the stories we tell ourselves and the 
narratives that we choose to believe. Many organisations are often driven to protect 
perceived high performers, superstars, creative geniuses, and other societal influencers 
at all costs. This is often driven by the belief that success, innovation, or survival is 
dependent on that one person, regardless of their behaviour. Narratives around the 
so-called “ideal worker” perpetuate a gender-harassing power dynamic rooted in the 
belief that women and others who do not conform to these traditional norms do not 
belong and cannot compete in the work or social world, and that men do not belong in 
caregiving. 
 These damaging mythologies not only drive rampant sexual harassment, but also 
foster abusive and toxic cultures that silence, undermine, and waste the talents and 
potential of many people. Denial - thinking that sexual harassment does not happen in, 
say, female-dominated environments, or that organisations have already eliminated it, is 
another dominant false narrative that provides fertile ground for sexual harassment to 
thrive.
 There are underlying patterns for sexual harassment, but those patterns do not 
capture the variations in experience by different groups of people in diverse contexts. 
Women of lower status and young girls are the most common targets of sexual 
harassment by perpetrators, who are typically men of higher status. However, sexual 
harassment in the workplace is by no means limited to this dynamic. Men, particularly 
those who do not conform to traditionally masculine norms, such as LGBTQ and 
gender-nonconforming individuals as well as others who are seen as outsiders, can be 
targeted. Women can be harassers as well.

Methodological Approach
 An online survey targeting children from the age of 10 to adults aged 60+ years was 
used. The rationale behind this clustering of targets was that at very tender ages, children 
are at risk of being sexually harassed by their parents, friends, caregivers, teachers and 
even strangers. At the teen and youth level, there are aspects of peer pressure that are 
intensified with regards to exposure to sexual content in online and offline spaces that 
directly concern sexual harassment. For those who are 35+ years, there are also unique 
components of sexual harassment that take place at places of business and work. Thus, it 
is clear that sexual harassment takes different forms in different contexts contingent on 
factors such as age level and class. 
 To this effect, a tool was developed on the SurveyPlanet platform with particular 
questions focused on understanding the case of sexual harassment in the context of 
Cameroon, and how it affects different persons based on factors such as social status, 
age, culture, and education level, among others. The survey ran for a period of 06 weeks. 
Besides the online survey, physical group discussions and informant interviews were 

administered to triangulate with the online findings. The results, which were analysed 
completely anonymously, will be used to    tackle core problems through the following 
strategies:
• Work with education institutions to develop Sexual Harassment Policies, 
• Advocate for the development of a Sexual Harassment Policy in business and 
workplace 
• Support government departments, organisations, education institutions and 
business enterprises to develop service charters that advocate against Sexual 
Harassment.
• Map capacity enhancement opportunities for different spaces where Sexual 
Harassment is prevalent

Ethical Standards 
 In order to guarantee that the ethical provisions in place and practised for research 
were adhered to and put into effect while engaging respondents during the survey 
process and to ensure that the process was beyond reproach, there was a deliberate 
action to ensure that the process frontloads documentation and reporting as a critical 
action.
 However, to ensure that the documentation aspect does not supersede the cultural, 
religious and social priorities of the respondents in question, the process ensured that the 
introduction to the survey made it clear that completing the survey was optional and one 
was at liberty to opt-out of questions that they considered infringing. 
 Lastly and most importantly, as the primary target category, the survey leads 
ensured that all protocols are observed on engagement with children (where applicable) 
in terms of security, confidentiality and their ownership and consent. Information gathered 
therein was not to be shared with any third party in any form without the prior written 
approval of a duly authorised person.

SURVEY QUESTIONS
Qstn.1; What is your  gender?

Qstn.2; Which town do you live in?
Of the total number of respondents, which stood at 415 individuals, 309 respondents were 
from the Buea area whilst 106 were from other areas. There were two responses from 
Nairobi, Kenya. Kindly study the annexure for raw data on the respondents’ locations.

Qstn.3; How old are you?

 

Qstn. 4; What faith group would you say you belong to?

 

Qstn. 5; Have you ever experienced sexual harassment?

Qstn. 6; How often has this happened to you? (you can tick more than one)

 

Qstn. 7; What type(s) of sexual harassment have you experienced? (you can tick more 
than one)

 

Qstn. 8; Please rate the following situations of harassment, as common and rare accord-
ing to your knowledge/ experience. (1=Rare, 2=Common, 3=Very Common)
 

 
Qstn. 9; Please rate the following situations of harassment, in terms of severity as felt by 
you. (1= Rare, 2= Common, 3 = Very Common)
Scoring
 

Qstn. 10 How did the situation make you feel? (you can tick more than one)

 

Qstn. 11 Where did this happen to you? (you can tick more than one)

                                                                                 

Qstn. 12 Did this happen in the city you live in? If no, please tell us where in the space 
provided
 

Qstn. 13 Who did this to you?
                                                                               

Qstn. 14 Did you feel you needed support or help with this?
 

Qstn. 15 If yes, did you get the support you needed?

 

Qstn. 16 Who supported you? (you can tick more than one)

 

Qstn. 17 Do you feel you have been pushed or forced to do anything differently because 
of your experience of sexual harassment? (e.g not walk a certain route, change of dress 
etc.)

Based on those who said the harassment changed them, said this experienced
according to them made them to;

RECOMMENDATIONS AND STRATEGIES TO ADDRESS SEXUAL
HARASSMENT IN SCHOOLS/UNIVERSITIES

1. Policies and Procedures
All educational institutions are required to maintain a sexual harassment policy that 
dictates procedures to be followed when dealing with a sexual harassment complaint. 
This must be accompanied by information about domestic laws that complement the 
sexual harassment policy. These policies, in connection with domestic laws, will serve as 
guides for students and school administrators, teachers, counsellors and parents to 
safeguard students from peer to peer sexual harassment as well as sexual harassment 
by school officials or representatives.

2. Appointment of Designated Counsellors
Victims of sexual harassment can experience physical and psychological disorders. It is, 
therefore, the school’s responsibility to designate a qualified (licensed), safe, trusted, 
caring, and approachable counsellor to provide support and guidance to victims of 
sexual harassment. The counsellor would focus on providing guidance to the victims of 
sexual harassment, with the time, space, and autonomy needed, but at the same time 
being mindful of the fact that the school administrators need to be involved, as well as 
parents (especially in the case of minors). The school counsellor’s strategy in dealing with 
cases of sexual harassment could include: 
• collecting information;
• providing counselling services for victims;
• conducting an evaluation; and
• follow-up strategies.

3. Awareness Sessions for Students
 “I had to apply for my job location to be changed without stating

  clearly my reasons because she was my Boss”
Awareness sessions should be held with students to give them an overview of sexual 
harassment and how to recognise all forms of sexual harassment. Students must be 
taught the difference between friendly teasing and bullying as well as the difference 
between flirting and harassment. Behaviour expectations must be clearly defined and 
explained, and fair and consistent consequences need to be outlined and reinforced.  
 These sessions will equally serve as a platform to survey the students, in order to 
determine the levels of understanding of the subject matter and identify gaps in 
knowledge which will be bridged during the sessions. The sessions will be characterised 

by presentations from experts in the field and an opportunity for questions and answers. 
Discussions should focus on the following key topics:
• What is sexual harassment? 
• Why do some people behave in this way? 
• Why is it a problem? 
• How can it be addressed?
• What can you do if you are sexually harassed?

4.Training and Planning Meetings for School Representatives and/or 
Administrators
It is particularly essential that a meeting convening school representatives/administrator, 
counsellors, and nurses should be designed.
This meeting is designed to review all documents containing any reference to sexual 
harassment such as the school’s sexual harassment policies, procedures and sanctions 
contained in employee and student handbooks, and the national and international laws 
regarding sexual harassment. Moreover, the meeting will be used as a platform to raise 
awareness about the prevalence of sexual harassment among students (peer-to-peer 
and harassment by school officials or representatives) and the legal issues and 
implications.

5. School Curriculum
 It is especially important to integrate the subject of sexual harassment into the 
curriculum and make the discussions engaging, ongoing and age-appropriate. This will 
provide students with information about sexual harassment in order to reduce the inci-
dence of sexual harassment, encourage victims of sexual harassment to get help by 
reporting to adults, promote respectful behaviours with peers, and in general help those 
who experience sexual harassment.
 Because sexual violence occurs in a broader context that can include many forms 
of sexual violence, it is equally important to include the subject of sexual and gender 
violence into the school curriculum.
 Moreover, an introductory lesson appropriate for early primary and upper primary 
grades should be developed. The language used will be different from the language 
used when dealing with students in high school or university, especially considering many 
might not have heard of sex, or might have heard about sex and relationships from their 
peers or the internet.

6. Parent Involvement
 “I no longer speak to my uncles and some of my family members because   

 rather than doing me justice they told me to keep quiet and safe the family name”.

Getting parents involved is crucial in tackling sexual harassment within educational 
institutions, especially in the case of minors. It is therefore vital that parents are educated 
about sexual harassment and its harmful effects in order to help them identify 
harassment and respond appropriately. When harassment occurs, the family of the 
victim needs to be informed of the details so that the emotional and developmental 
needs of the victim can be addressed. The family of the perpetrators, when it comes to 
peer-to-peer sexual harassment, should equally be informed, and their involvement may 
be needed to avoid long-term emotional damage and to modify inappropriate 
behaviour.
 
7. Community Awareness
 “In my quarter, I seldom go to the store. Even if I need something so badly,  I prefer  

 substituting my need for something else”.

The subject of sexual harassment is a relatively “foreign” concept within the community in 
general. However, sexual harassment and gender violence within learning institutions is 
very prevalent and often goes unreported. This is particularly true when it relates to 
sexual harassment by school representatives or administrators. Therefore, awareness of 
this subject matter should be carried out, especially awareness wi thin the police and law 
enforcement authorities, civil society, law and policymakers, and community leaders. This 
will create an environment where victims of sexual harassment are comfortable with 
reporting such cases, and perpetrators are successfully prosecuted.

Glossary

Birthright: A particular right of possession or privilege one has from birth.
Sexual Harassment:  Behaviour by an individual or group, which is sexual in nature, that  
 makes the target feel distressed, intimidated or offended.
Quid pro quo: A favour or advantage granted or expected in return for something.
Maputo Protocol: The Protocol to the African Charter on Human and Peoples’ Rights on  
 the Rights of Women in Africa, better known as the Maputo Protocol, is an 
 international human rights instrument established by the African Union that went  
 into effect in 2005.
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Introductory Background
 Sexual harassment is not something that just happens because of fleeting
circumstance or desire. Rather, in every realm of society, it is driven by imbalances in 
power. Furthermore, men tend to hold far more positions of power in all sectors of the 
social, cultural and economic spheres. Even in female-dominated fields, men are more 
likely to be supervisors, principals, and managers.  Thus, men wield more control in
discourses of power. Further to this, race and racism, culture and cultural dictates, and 
society and socialization all add another layer to systemic power imbalances.
 Studies conducted across the African continent indicate that there are no sectors 
untouched by sexual harassment, nor unaffected by its impacts. Sexual harassment 
damages the lives, health, prospects, financial independence, and opportunities of its 
victims. Not only does sexual harassment cost businesses considerable legal fees, but it 
also results in lost productivity, morale, effectiveness, and talent. Tolerating or failing to 
adequately respond to sexual harassment restricts men, women and other targets’
economic security, access to opportunity, and advancement, ultimately preserving the 
status quo and its accompanying power imbalances that drive sexual harassment in the 
first place.
 All in all, Sexual Harassment is defined as:  an individual’s behaviour, which is sexual 
in nature, that makes the target feel distressed, intimidated or offended. Such behaviours 
include but are not limited to: Sexual comments or jokes; Physical behaviour; unwelcome 
sexual advances, touching, and various forms of sexual assault - Displaying photos,
pictures, or drawings of a sexual nature - Sending messages, emails, etc. with sexual 
content.
 The objectification of women and girls has continued for several centuries. Its
persistence prompts us to investigate how best state parties can protect everyone from 
these such violations. In many cultures, men are brought up to believe that behaviour 
which we now consider as sexual harassment is their birthright . To assert this right, some 
men seek to threaten women or emphasise their subordinate status while others seek to 
protest women's presence in the workplace. In contrast, other men seek to entertain 
themselves in a manner considered acceptable in many men's private lives or all-male 
environments; in turn, women have been conditioned to accept these harassments as 
inevitable despite the effects upon them. This paper, however, does not argue that 
women are the only victims of sexual harassment, but it must be noted that studies have 
shown that women are disproportionately impacted by sexual harassment. These acts of 
harassment have continued to be perpetrated with impunity even in countries where 
laws against discrimination and sexual harassment laws have been enacted or ratified.  
 The persistence of sexual harassment thus requires us to reinvent laws to ensure 

that laws protect everyone from ever experiencing sexual harassment. Consequently, in 
this paper, we will frame sexual harassment from a human rights perspective, discuss the 
national and regional frameworks, examine statistics from a research survey, and issue a 
call to action for the elimination of sexual harassment.

National Legal Framework for Sexual Harassment
 In Cameroon, Section 302 of the Penal Code defines sexual harassment as:  
 

 However, this discussion focuses 
on just one definition of what sexual 
harassment is. Sexual harassment 
cases fall into two broad and 
sometimes overlapping categories: 
quid pro quo harassment, in which the 
victim suffers an economic deprivation 
as the direct result of refusing the 
sexual advances of her supervisor; and 
hostile environment harassment, in 
which the victim endures various sorts 
of abuse of a sexually-charged nature 
from either a supervisor or co-workers. 
 Quid pro quo or “this for that” 

(“this” is the sex and “that” is the benefit)  is when someone in a position of authority, such 
as a teacher, supervisor, or employer conditions promotion/success/job-related
consequences on obtaining sexual favours. Should the person being harassed refuse to 
surrender to such a request, they face the risk of losing the benefits that were to follow.  In 
this case, and for the act to be considered as sexual harassment, it has to be explicitly or 
implicitly clear that further employment/promotion/success is contingent on the 
submission of the individual being harassed. Therefore, it has to be clear that accepting or 
denying such advances will be the basis for which decision affecting the individual will be 
made.  
 Hostile environment sexual harassment is when the harassment impacts work

performance or creates an intimidating, hostile, or offensive working environment for the 
person who is being harassed.  While this definition might be highly contested, its preva-
lence cannot be ignored. The argument here is how do we evaluate what an offensive, 
hostile or intimidating environment is? However, it is our position that for an environment 
to be hostile, it has to affect the individual either physically or psychologically. 
 Cameroon has ratified several international human rights treaties, and Article 45 of 
the constitution of Cameroon prescribes that duly approved or ratified treaties and
international agreements shall, following the publication, override national laws, provided 
the other party implements the said treaty or agreement. Cameroon is therefore obliged 
to provide the necessary legal and administrative framework to ensure that sexual 
harassment is eliminated or punished under the obligations discussed below.

International Definition of Sexual Harassment
 Most of the forms of sexual harassment that people face are unwelcome sexual 
advances and sex-based discrimination. Sexual harassment constitutes discrimination 
based on sex. The 1948 Universal Declaration of Human Rights, the International Covenant 
on Civil and Political Rights, the International Convention on Economic, Social and Cultural 
Rights, and the 1979 Convention on the Elimination of All Forms of Discrimination Against 
Women (CEDAW) have each denounced the forms of discrimination that women face. 
Sexual harassment is the disrespect of the principle of equal treatment with regards to 
access to employment and promotion, which includes sexual blackmail (as is the case in 
schools where marks are traded for sex).

General Recommendation 19 of the CEDAW Committee defines 
sexual harassment as: 

 
 Sexual harassment includes such unwelcome sexually determined behaviour as physical contact and 

advances, sexually coloured remarks, showing pornography and sexual demands, whether by words or actions. 
Such conduct can be humiliating and may constitute a health and safety problem; it is discriminatory when the 

woman has reasonable grounds to believe that her objection would disadvantage her in connection with her 
employment, including recruitment or promotion, or when it creates a hostile working environment. 

 
General Recommendation 19 of the CEDAW Committee recognises sexual harassment as 
gender-specific violence under the convention. The Committee notes that sexual harass-
ment occurs at places of employment and constitute a hostile work
environment for which there should be claims. 

Regional Definition of Sexual Harassment
 In Africa, the Maputo Protocol is outstanding in its articulation of sexual harassment. 
While Article 2(1) calls on states to ensure the elimination of all forms of discrimination 
that women and girls face, it also gives specific prescription as to how to protect women 
and girls from further harassment.
 
 Article 12 (1c) of the Maputo Protocol on the right to education and training calls on states to protect 

women, especially the girl-child from all forms of abuse, including sexual harassment in schools and other 
educational institutions and provide for sanctions against the perpetrators of such practices

 Article 12 (1d) also calls on 

states to provide access to counselling and rehabilitation services to women who 
suffer abuses and sexual harassment.

 Article 13 (c) 

ensure transparency in recruitment, promotion and dismissal of women and combat
and punish sexual harassment in the workplace;

 The Maputo Protocol is the only human rights document to recognise the need to 
eliminate sexual harassment in schools. It is also progressive in that it requires states to 
ensure that both public and private institutions set out a clear procedure in employment 
and promotion standards, thereby eliminating the possibility of quid pro quo harassment. 
If and when sexual harassment consequently happens, the Maputo Protocols requires 
that rehabilitation services be made available. 

Section 295 - Private indecency 
 Whoever in any place notwithstanding that it may not be open to the public 
commits an indecent act in the presence of any person of either sex and without his 
consent shall be punished with imprisonment from 15 days to 2 years or with fine from 
CFAF 10000 to CFAF 100000.
Section 81 (1) of Law N° 2010/012 of 21 December 2010 relating to cybersecurity and 
cybercriminal in Cameroon makes it criminal for any adult to use an electronic 
communication network or information system to make sexual proposals to minors 
below 15 years old or to a person having the features of a minor. The penalty shall be 
double the penalties stipulated in section 295 of the Penal Code. The penalty is doubled 
when an electronic communication devises was used. This is very important to the sexual 
harassment discussion as many things, adolescents are harassed online by their peers 
and other adults. 
 Section 296 - Rape Whoever by force or moral ascendency compels any person 
whether above or below the age of puberty to have sexual intercourse with him shall be 
punished with imprisonment for from 5 to 10 years.

Survey Rationale and Justification
 Sexual harassment is fuelled in part by the stories we tell ourselves and the 
narratives that we choose to believe. Many organisations are often driven to protect 
perceived high performers, superstars, creative geniuses, and other societal influencers 
at all costs. This is often driven by the belief that success, innovation, or survival is 
dependent on that one person, regardless of their behaviour. Narratives around the 
so-called “ideal worker” perpetuate a gender-harassing power dynamic rooted in the 
belief that women and others who do not conform to these traditional norms do not 
belong and cannot compete in the work or social world, and that men do not belong in 
caregiving. 
 These damaging mythologies not only drive rampant sexual harassment, but also 
foster abusive and toxic cultures that silence, undermine, and waste the talents and 
potential of many people. Denial - thinking that sexual harassment does not happen in, 
say, female-dominated environments, or that organisations have already eliminated it, is 
another dominant false narrative that provides fertile ground for sexual harassment to 
thrive.
 There are underlying patterns for sexual harassment, but those patterns do not 
capture the variations in experience by different groups of people in diverse contexts. 
Women of lower status and young girls are the most common targets of sexual 
harassment by perpetrators, who are typically men of higher status. However, sexual 
harassment in the workplace is by no means limited to this dynamic. Men, particularly 
those who do not conform to traditionally masculine norms, such as LGBTQ and 
gender-nonconforming individuals as well as others who are seen as outsiders, can be 
targeted. Women can be harassers as well.

Methodological Approach
 An online survey targeting children from the age of 10 to adults aged 60+ years was 
used. The rationale behind this clustering of targets was that at very tender ages, children 
are at risk of being sexually harassed by their parents, friends, caregivers, teachers and 
even strangers. At the teen and youth level, there are aspects of peer pressure that are 
intensified with regards to exposure to sexual content in online and offline spaces that 
directly concern sexual harassment. For those who are 35+ years, there are also unique 
components of sexual harassment that take place at places of business and work. Thus, it 
is clear that sexual harassment takes different forms in different contexts contingent on 
factors such as age level and class. 
 To this effect, a tool was developed on the SurveyPlanet platform with particular 
questions focused on understanding the case of sexual harassment in the context of 
Cameroon, and how it affects different persons based on factors such as social status, 
age, culture, and education level, among others. The survey ran for a period of 06 weeks. 
Besides the online survey, physical group discussions and informant interviews were 

administered to triangulate with the online findings. The results, which were analysed 
completely anonymously, will be used to    tackle core problems through the following 
strategies:
• Work with education institutions to develop Sexual Harassment Policies, 
• Advocate for the development of a Sexual Harassment Policy in business and 
workplace 
• Support government departments, organisations, education institutions and 
business enterprises to develop service charters that advocate against Sexual 
Harassment.
• Map capacity enhancement opportunities for different spaces where Sexual 
Harassment is prevalent

Ethical Standards 
 In order to guarantee that the ethical provisions in place and practised for research 
were adhered to and put into effect while engaging respondents during the survey 
process and to ensure that the process was beyond reproach, there was a deliberate 
action to ensure that the process frontloads documentation and reporting as a critical 
action.
 However, to ensure that the documentation aspect does not supersede the cultural, 
religious and social priorities of the respondents in question, the process ensured that the 
introduction to the survey made it clear that completing the survey was optional and one 
was at liberty to opt-out of questions that they considered infringing. 
 Lastly and most importantly, as the primary target category, the survey leads 
ensured that all protocols are observed on engagement with children (where applicable) 
in terms of security, confidentiality and their ownership and consent. Information gathered 
therein was not to be shared with any third party in any form without the prior written 
approval of a duly authorised person.

SURVEY QUESTIONS
Qstn.1; What is your  gender?

Qstn.2; Which town do you live in?
Of the total number of respondents, which stood at 415 individuals, 309 respondents were 
from the Buea area whilst 106 were from other areas. There were two responses from 
Nairobi, Kenya. Kindly study the annexure for raw data on the respondents’ locations.

Qstn.3; How old are you?

 

Qstn. 4; What faith group would you say you belong to?

 

Qstn. 5; Have you ever experienced sexual harassment?

Qstn. 6; How often has this happened to you? (you can tick more than one)

 

Qstn. 7; What type(s) of sexual harassment have you experienced? (you can tick more 
than one)

 

Qstn. 8; Please rate the following situations of harassment, as common and rare accord-
ing to your knowledge/ experience. (1=Rare, 2=Common, 3=Very Common)
 

 
Qstn. 9; Please rate the following situations of harassment, in terms of severity as felt by 
you. (1= Rare, 2= Common, 3 = Very Common)
Scoring
 

Qstn. 10 How did the situation make you feel? (you can tick more than one)

 

Qstn. 11 Where did this happen to you? (you can tick more than one)

                                                                                 

Qstn. 12 Did this happen in the city you live in? If no, please tell us where in the space 
provided
 

Qstn. 13 Who did this to you?
                                                                               

Qstn. 14 Did you feel you needed support or help with this?
 

Qstn. 15 If yes, did you get the support you needed?

 

Qstn. 16 Who supported you? (you can tick more than one)

 

Qstn. 17 Do you feel you have been pushed or forced to do anything differently because 
of your experience of sexual harassment? (e.g not walk a certain route, change of dress 
etc.)

Based on those who said the harassment changed them, said this experienced
according to them made them to;

RECOMMENDATIONS AND STRATEGIES TO ADDRESS SEXUAL
HARASSMENT IN SCHOOLS/UNIVERSITIES

1. Policies and Procedures
All educational institutions are required to maintain a sexual harassment policy that 
dictates procedures to be followed when dealing with a sexual harassment complaint. 
This must be accompanied by information about domestic laws that complement the 
sexual harassment policy. These policies, in connection with domestic laws, will serve as 
guides for students and school administrators, teachers, counsellors and parents to 
safeguard students from peer to peer sexual harassment as well as sexual harassment 
by school officials or representatives.

2. Appointment of Designated Counsellors
Victims of sexual harassment can experience physical and psychological disorders. It is, 
therefore, the school’s responsibility to designate a qualified (licensed), safe, trusted, 
caring, and approachable counsellor to provide support and guidance to victims of 
sexual harassment. The counsellor would focus on providing guidance to the victims of 
sexual harassment, with the time, space, and autonomy needed, but at the same time 
being mindful of the fact that the school administrators need to be involved, as well as 
parents (especially in the case of minors). The school counsellor’s strategy in dealing with 
cases of sexual harassment could include: 
• collecting information;
• providing counselling services for victims;
• conducting an evaluation; and
• follow-up strategies.

3. Awareness Sessions for Students
 “I had to apply for my job location to be changed without stating

  clearly my reasons because she was my Boss”
Awareness sessions should be held with students to give them an overview of sexual 
harassment and how to recognise all forms of sexual harassment. Students must be 
taught the difference between friendly teasing and bullying as well as the difference 
between flirting and harassment. Behaviour expectations must be clearly defined and 
explained, and fair and consistent consequences need to be outlined and reinforced.  
 These sessions will equally serve as a platform to survey the students, in order to 
determine the levels of understanding of the subject matter and identify gaps in 
knowledge which will be bridged during the sessions. The sessions will be characterised 

by presentations from experts in the field and an opportunity for questions and answers. 
Discussions should focus on the following key topics:
• What is sexual harassment? 
• Why do some people behave in this way? 
• Why is it a problem? 
• How can it be addressed?
• What can you do if you are sexually harassed?

4.Training and Planning Meetings for School Representatives and/or 
Administrators
It is particularly essential that a meeting convening school representatives/administrator, 
counsellors, and nurses should be designed.
This meeting is designed to review all documents containing any reference to sexual 
harassment such as the school’s sexual harassment policies, procedures and sanctions 
contained in employee and student handbooks, and the national and international laws 
regarding sexual harassment. Moreover, the meeting will be used as a platform to raise 
awareness about the prevalence of sexual harassment among students (peer-to-peer 
and harassment by school officials or representatives) and the legal issues and 
implications.

5. School Curriculum
 It is especially important to integrate the subject of sexual harassment into the 
curriculum and make the discussions engaging, ongoing and age-appropriate. This will 
provide students with information about sexual harassment in order to reduce the inci-
dence of sexual harassment, encourage victims of sexual harassment to get help by 
reporting to adults, promote respectful behaviours with peers, and in general help those 
who experience sexual harassment.
 Because sexual violence occurs in a broader context that can include many forms 
of sexual violence, it is equally important to include the subject of sexual and gender 
violence into the school curriculum.
 Moreover, an introductory lesson appropriate for early primary and upper primary 
grades should be developed. The language used will be different from the language 
used when dealing with students in high school or university, especially considering many 
might not have heard of sex, or might have heard about sex and relationships from their 
peers or the internet.

6. Parent Involvement
 “I no longer speak to my uncles and some of my family members because   

 rather than doing me justice they told me to keep quiet and safe the family name”.

Getting parents involved is crucial in tackling sexual harassment within educational 
institutions, especially in the case of minors. It is therefore vital that parents are educated 
about sexual harassment and its harmful effects in order to help them identify 
harassment and respond appropriately. When harassment occurs, the family of the 
victim needs to be informed of the details so that the emotional and developmental 
needs of the victim can be addressed. The family of the perpetrators, when it comes to 
peer-to-peer sexual harassment, should equally be informed, and their involvement may 
be needed to avoid long-term emotional damage and to modify inappropriate 
behaviour.
 
7. Community Awareness
 “In my quarter, I seldom go to the store. Even if I need something so badly,  I prefer  

 substituting my need for something else”.

The subject of sexual harassment is a relatively “foreign” concept within the community in 
general. However, sexual harassment and gender violence within learning institutions is 
very prevalent and often goes unreported. This is particularly true when it relates to 
sexual harassment by school representatives or administrators. Therefore, awareness of 
this subject matter should be carried out, especially awareness wi thin the police and law 
enforcement authorities, civil society, law and policymakers, and community leaders. This 
will create an environment where victims of sexual harassment are comfortable with 
reporting such cases, and perpetrators are successfully prosecuted.

Glossary

Birthright: A particular right of possession or privilege one has from birth.
Sexual Harassment:  Behaviour by an individual or group, which is sexual in nature, that  
 makes the target feel distressed, intimidated or offended.
Quid pro quo: A favour or advantage granted or expected in return for something.
Maputo Protocol: The Protocol to the African Charter on Human and Peoples’ Rights on  
 the Rights of Women in Africa, better known as the Maputo Protocol, is an 
 international human rights instrument established by the African Union that went  
 into effect in 2005.
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Introductory Background
 Sexual harassment is not something that just happens because of fleeting
circumstance or desire. Rather, in every realm of society, it is driven by imbalances in 
power. Furthermore, men tend to hold far more positions of power in all sectors of the 
social, cultural and economic spheres. Even in female-dominated fields, men are more 
likely to be supervisors, principals, and managers.  Thus, men wield more control in
discourses of power. Further to this, race and racism, culture and cultural dictates, and 
society and socialization all add another layer to systemic power imbalances.
 Studies conducted across the African continent indicate that there are no sectors 
untouched by sexual harassment, nor unaffected by its impacts. Sexual harassment 
damages the lives, health, prospects, financial independence, and opportunities of its 
victims. Not only does sexual harassment cost businesses considerable legal fees, but it 
also results in lost productivity, morale, effectiveness, and talent. Tolerating or failing to 
adequately respond to sexual harassment restricts men, women and other targets’
economic security, access to opportunity, and advancement, ultimately preserving the 
status quo and its accompanying power imbalances that drive sexual harassment in the 
first place.
 All in all, Sexual Harassment is defined as:  an individual’s behaviour, which is sexual 
in nature, that makes the target feel distressed, intimidated or offended. Such behaviours 
include but are not limited to: Sexual comments or jokes; Physical behaviour; unwelcome 
sexual advances, touching, and various forms of sexual assault - Displaying photos,
pictures, or drawings of a sexual nature - Sending messages, emails, etc. with sexual 
content.
 The objectification of women and girls has continued for several centuries. Its
persistence prompts us to investigate how best state parties can protect everyone from 
these such violations. In many cultures, men are brought up to believe that behaviour 
which we now consider as sexual harassment is their birthright . To assert this right, some 
men seek to threaten women or emphasise their subordinate status while others seek to 
protest women's presence in the workplace. In contrast, other men seek to entertain 
themselves in a manner considered acceptable in many men's private lives or all-male 
environments; in turn, women have been conditioned to accept these harassments as 
inevitable despite the effects upon them. This paper, however, does not argue that 
women are the only victims of sexual harassment, but it must be noted that studies have 
shown that women are disproportionately impacted by sexual harassment. These acts of 
harassment have continued to be perpetrated with impunity even in countries where 
laws against discrimination and sexual harassment laws have been enacted or ratified.  
 The persistence of sexual harassment thus requires us to reinvent laws to ensure 

that laws protect everyone from ever experiencing sexual harassment. Consequently, in 
this paper, we will frame sexual harassment from a human rights perspective, discuss the 
national and regional frameworks, examine statistics from a research survey, and issue a 
call to action for the elimination of sexual harassment.

National Legal Framework for Sexual Harassment
 In Cameroon, Section 302 of the Penal Code defines sexual harassment as:  
 

 However, this discussion focuses 
on just one definition of what sexual 
harassment is. Sexual harassment 
cases fall into two broad and 
sometimes overlapping categories: 
quid pro quo harassment, in which the 
victim suffers an economic deprivation 
as the direct result of refusing the 
sexual advances of her supervisor; and 
hostile environment harassment, in 
which the victim endures various sorts 
of abuse of a sexually-charged nature 
from either a supervisor or co-workers. 
 Quid pro quo or “this for that” 

(“this” is the sex and “that” is the benefit)  is when someone in a position of authority, such 
as a teacher, supervisor, or employer conditions promotion/success/job-related
consequences on obtaining sexual favours. Should the person being harassed refuse to 
surrender to such a request, they face the risk of losing the benefits that were to follow.  In 
this case, and for the act to be considered as sexual harassment, it has to be explicitly or 
implicitly clear that further employment/promotion/success is contingent on the 
submission of the individual being harassed. Therefore, it has to be clear that accepting or 
denying such advances will be the basis for which decision affecting the individual will be 
made.  
 Hostile environment sexual harassment is when the harassment impacts work

performance or creates an intimidating, hostile, or offensive working environment for the 
person who is being harassed.  While this definition might be highly contested, its preva-
lence cannot be ignored. The argument here is how do we evaluate what an offensive, 
hostile or intimidating environment is? However, it is our position that for an environment 
to be hostile, it has to affect the individual either physically or psychologically. 
 Cameroon has ratified several international human rights treaties, and Article 45 of 
the constitution of Cameroon prescribes that duly approved or ratified treaties and
international agreements shall, following the publication, override national laws, provided 
the other party implements the said treaty or agreement. Cameroon is therefore obliged 
to provide the necessary legal and administrative framework to ensure that sexual 
harassment is eliminated or punished under the obligations discussed below.

International Definition of Sexual Harassment
 Most of the forms of sexual harassment that people face are unwelcome sexual 
advances and sex-based discrimination. Sexual harassment constitutes discrimination 
based on sex. The 1948 Universal Declaration of Human Rights, the International Covenant 
on Civil and Political Rights, the International Convention on Economic, Social and Cultural 
Rights, and the 1979 Convention on the Elimination of All Forms of Discrimination Against 
Women (CEDAW) have each denounced the forms of discrimination that women face. 
Sexual harassment is the disrespect of the principle of equal treatment with regards to 
access to employment and promotion, which includes sexual blackmail (as is the case in 
schools where marks are traded for sex).

General Recommendation 19 of the CEDAW Committee defines 
sexual harassment as: 

 
 Sexual harassment includes such unwelcome sexually determined behaviour as physical contact and 

advances, sexually coloured remarks, showing pornography and sexual demands, whether by words or actions. 
Such conduct can be humiliating and may constitute a health and safety problem; it is discriminatory when the 

woman has reasonable grounds to believe that her objection would disadvantage her in connection with her 
employment, including recruitment or promotion, or when it creates a hostile working environment. 

 
General Recommendation 19 of the CEDAW Committee recognises sexual harassment as 
gender-specific violence under the convention. The Committee notes that sexual harass-
ment occurs at places of employment and constitute a hostile work
environment for which there should be claims. 

Regional Definition of Sexual Harassment
 In Africa, the Maputo Protocol is outstanding in its articulation of sexual harassment. 
While Article 2(1) calls on states to ensure the elimination of all forms of discrimination 
that women and girls face, it also gives specific prescription as to how to protect women 
and girls from further harassment.
 
 Article 12 (1c) of the Maputo Protocol on the right to education and training calls on states to protect 

women, especially the girl-child from all forms of abuse, including sexual harassment in schools and other 
educational institutions and provide for sanctions against the perpetrators of such practices

 Article 12 (1d) also calls on 

states to provide access to counselling and rehabilitation services to women who 
suffer abuses and sexual harassment.

 Article 13 (c) 

ensure transparency in recruitment, promotion and dismissal of women and combat
and punish sexual harassment in the workplace;

 The Maputo Protocol is the only human rights document to recognise the need to 
eliminate sexual harassment in schools. It is also progressive in that it requires states to 
ensure that both public and private institutions set out a clear procedure in employment 
and promotion standards, thereby eliminating the possibility of quid pro quo harassment. 
If and when sexual harassment consequently happens, the Maputo Protocols requires 
that rehabilitation services be made available. 

Section 295 - Private indecency 
 Whoever in any place notwithstanding that it may not be open to the public 
commits an indecent act in the presence of any person of either sex and without his 
consent shall be punished with imprisonment from 15 days to 2 years or with fine from 
CFAF 10000 to CFAF 100000.
Section 81 (1) of Law N° 2010/012 of 21 December 2010 relating to cybersecurity and 
cybercriminal in Cameroon makes it criminal for any adult to use an electronic 
communication network or information system to make sexual proposals to minors 
below 15 years old or to a person having the features of a minor. The penalty shall be 
double the penalties stipulated in section 295 of the Penal Code. The penalty is doubled 
when an electronic communication devises was used. This is very important to the sexual 
harassment discussion as many things, adolescents are harassed online by their peers 
and other adults. 
 Section 296 - Rape Whoever by force or moral ascendency compels any person 
whether above or below the age of puberty to have sexual intercourse with him shall be 
punished with imprisonment for from 5 to 10 years.

Survey Rationale and Justification
 Sexual harassment is fuelled in part by the stories we tell ourselves and the 
narratives that we choose to believe. Many organisations are often driven to protect 
perceived high performers, superstars, creative geniuses, and other societal influencers 
at all costs. This is often driven by the belief that success, innovation, or survival is 
dependent on that one person, regardless of their behaviour. Narratives around the 
so-called “ideal worker” perpetuate a gender-harassing power dynamic rooted in the 
belief that women and others who do not conform to these traditional norms do not 
belong and cannot compete in the work or social world, and that men do not belong in 
caregiving. 
 These damaging mythologies not only drive rampant sexual harassment, but also 
foster abusive and toxic cultures that silence, undermine, and waste the talents and 
potential of many people. Denial - thinking that sexual harassment does not happen in, 
say, female-dominated environments, or that organisations have already eliminated it, is 
another dominant false narrative that provides fertile ground for sexual harassment to 
thrive.
 There are underlying patterns for sexual harassment, but those patterns do not 
capture the variations in experience by different groups of people in diverse contexts. 
Women of lower status and young girls are the most common targets of sexual 
harassment by perpetrators, who are typically men of higher status. However, sexual 
harassment in the workplace is by no means limited to this dynamic. Men, particularly 
those who do not conform to traditionally masculine norms, such as LGBTQ and 
gender-nonconforming individuals as well as others who are seen as outsiders, can be 
targeted. Women can be harassers as well.

Methodological Approach
 An online survey targeting children from the age of 10 to adults aged 60+ years was 
used. The rationale behind this clustering of targets was that at very tender ages, children 
are at risk of being sexually harassed by their parents, friends, caregivers, teachers and 
even strangers. At the teen and youth level, there are aspects of peer pressure that are 
intensified with regards to exposure to sexual content in online and offline spaces that 
directly concern sexual harassment. For those who are 35+ years, there are also unique 
components of sexual harassment that take place at places of business and work. Thus, it 
is clear that sexual harassment takes different forms in different contexts contingent on 
factors such as age level and class. 
 To this effect, a tool was developed on the SurveyPlanet platform with particular 
questions focused on understanding the case of sexual harassment in the context of 
Cameroon, and how it affects different persons based on factors such as social status, 
age, culture, and education level, among others. The survey ran for a period of 06 weeks. 
Besides the online survey, physical group discussions and informant interviews were 

administered to triangulate with the online findings. The results, which were analysed 
completely anonymously, will be used to    tackle core problems through the following 
strategies:
• Work with education institutions to develop Sexual Harassment Policies, 
• Advocate for the development of a Sexual Harassment Policy in business and 
workplace 
• Support government departments, organisations, education institutions and 
business enterprises to develop service charters that advocate against Sexual 
Harassment.
• Map capacity enhancement opportunities for different spaces where Sexual 
Harassment is prevalent

Ethical Standards 
 In order to guarantee that the ethical provisions in place and practised for research 
were adhered to and put into effect while engaging respondents during the survey 
process and to ensure that the process was beyond reproach, there was a deliberate 
action to ensure that the process frontloads documentation and reporting as a critical 
action.
 However, to ensure that the documentation aspect does not supersede the cultural, 
religious and social priorities of the respondents in question, the process ensured that the 
introduction to the survey made it clear that completing the survey was optional and one 
was at liberty to opt-out of questions that they considered infringing. 
 Lastly and most importantly, as the primary target category, the survey leads 
ensured that all protocols are observed on engagement with children (where applicable) 
in terms of security, confidentiality and their ownership and consent. Information gathered 
therein was not to be shared with any third party in any form without the prior written 
approval of a duly authorised person.

SURVEY QUESTIONS
Qstn.1; What is your  gender?

Qstn.2; Which town do you live in?
Of the total number of respondents, which stood at 415 individuals, 309 respondents were 
from the Buea area whilst 106 were from other areas. There were two responses from 
Nairobi, Kenya. Kindly study the annexure for raw data on the respondents’ locations.

Qstn.3; How old are you?

 

Qstn. 4; What faith group would you say you belong to?

 

Qstn. 5; Have you ever experienced sexual harassment?

Qstn. 6; How often has this happened to you? (you can tick more than one)

 

Qstn. 7; What type(s) of sexual harassment have you experienced? (you can tick more 
than one)

 

Qstn. 8; Please rate the following situations of harassment, as common and rare accord-
ing to your knowledge/ experience. (1=Rare, 2=Common, 3=Very Common)
 

 
Qstn. 9; Please rate the following situations of harassment, in terms of severity as felt by 
you. (1= Rare, 2= Common, 3 = Very Common)
Scoring
 

Qstn. 10 How did the situation make you feel? (you can tick more than one)

 

Qstn. 11 Where did this happen to you? (you can tick more than one)

                                                                                 

Qstn. 12 Did this happen in the city you live in? If no, please tell us where in the space 
provided
 

Qstn. 13 Who did this to you?
                                                                               

Qstn. 14 Did you feel you needed support or help with this?
 

Qstn. 15 If yes, did you get the support you needed?

 

Qstn. 16 Who supported you? (you can tick more than one)

 

Qstn. 17 Do you feel you have been pushed or forced to do anything differently because 
of your experience of sexual harassment? (e.g not walk a certain route, change of dress 
etc.)

Based on those who said the harassment changed them, said this experienced
according to them made them to;

RECOMMENDATIONS AND STRATEGIES TO ADDRESS SEXUAL
HARASSMENT IN SCHOOLS/UNIVERSITIES

1. Policies and Procedures
All educational institutions are required to maintain a sexual harassment policy that 
dictates procedures to be followed when dealing with a sexual harassment complaint. 
This must be accompanied by information about domestic laws that complement the 
sexual harassment policy. These policies, in connection with domestic laws, will serve as 
guides for students and school administrators, teachers, counsellors and parents to 
safeguard students from peer to peer sexual harassment as well as sexual harassment 
by school officials or representatives.

2. Appointment of Designated Counsellors
Victims of sexual harassment can experience physical and psychological disorders. It is, 
therefore, the school’s responsibility to designate a qualified (licensed), safe, trusted, 
caring, and approachable counsellor to provide support and guidance to victims of 
sexual harassment. The counsellor would focus on providing guidance to the victims of 
sexual harassment, with the time, space, and autonomy needed, but at the same time 
being mindful of the fact that the school administrators need to be involved, as well as 
parents (especially in the case of minors). The school counsellor’s strategy in dealing with 
cases of sexual harassment could include: 
• collecting information;
• providing counselling services for victims;
• conducting an evaluation; and
• follow-up strategies.

3. Awareness Sessions for Students
 “I had to apply for my job location to be changed without stating

  clearly my reasons because she was my Boss”
Awareness sessions should be held with students to give them an overview of sexual 
harassment and how to recognise all forms of sexual harassment. Students must be 
taught the difference between friendly teasing and bullying as well as the difference 
between flirting and harassment. Behaviour expectations must be clearly defined and 
explained, and fair and consistent consequences need to be outlined and reinforced.  
 These sessions will equally serve as a platform to survey the students, in order to 
determine the levels of understanding of the subject matter and identify gaps in 
knowledge which will be bridged during the sessions. The sessions will be characterised 

by presentations from experts in the field and an opportunity for questions and answers. 
Discussions should focus on the following key topics:
• What is sexual harassment? 
• Why do some people behave in this way? 
• Why is it a problem? 
• How can it be addressed?
• What can you do if you are sexually harassed?

4.Training and Planning Meetings for School Representatives and/or 
Administrators
It is particularly essential that a meeting convening school representatives/administrator, 
counsellors, and nurses should be designed.
This meeting is designed to review all documents containing any reference to sexual 
harassment such as the school’s sexual harassment policies, procedures and sanctions 
contained in employee and student handbooks, and the national and international laws 
regarding sexual harassment. Moreover, the meeting will be used as a platform to raise 
awareness about the prevalence of sexual harassment among students (peer-to-peer 
and harassment by school officials or representatives) and the legal issues and 
implications.

5. School Curriculum
 It is especially important to integrate the subject of sexual harassment into the 
curriculum and make the discussions engaging, ongoing and age-appropriate. This will 
provide students with information about sexual harassment in order to reduce the inci-
dence of sexual harassment, encourage victims of sexual harassment to get help by 
reporting to adults, promote respectful behaviours with peers, and in general help those 
who experience sexual harassment.
 Because sexual violence occurs in a broader context that can include many forms 
of sexual violence, it is equally important to include the subject of sexual and gender 
violence into the school curriculum.
 Moreover, an introductory lesson appropriate for early primary and upper primary 
grades should be developed. The language used will be different from the language 
used when dealing with students in high school or university, especially considering many 
might not have heard of sex, or might have heard about sex and relationships from their 
peers or the internet.

6. Parent Involvement
 “I no longer speak to my uncles and some of my family members because   

 rather than doing me justice they told me to keep quiet and safe the family name”.

Getting parents involved is crucial in tackling sexual harassment within educational 
institutions, especially in the case of minors. It is therefore vital that parents are educated 
about sexual harassment and its harmful effects in order to help them identify 
harassment and respond appropriately. When harassment occurs, the family of the 
victim needs to be informed of the details so that the emotional and developmental 
needs of the victim can be addressed. The family of the perpetrators, when it comes to 
peer-to-peer sexual harassment, should equally be informed, and their involvement may 
be needed to avoid long-term emotional damage and to modify inappropriate 
behaviour.
 
7. Community Awareness
 “In my quarter, I seldom go to the store. Even if I need something so badly,  I prefer  

 substituting my need for something else”.

The subject of sexual harassment is a relatively “foreign” concept within the community in 
general. However, sexual harassment and gender violence within learning institutions is 
very prevalent and often goes unreported. This is particularly true when it relates to 
sexual harassment by school representatives or administrators. Therefore, awareness of 
this subject matter should be carried out, especially awareness wi thin the police and law 
enforcement authorities, civil society, law and policymakers, and community leaders. This 
will create an environment where victims of sexual harassment are comfortable with 
reporting such cases, and perpetrators are successfully prosecuted.

Glossary

Birthright: A particular right of possession or privilege one has from birth.
Sexual Harassment:  Behaviour by an individual or group, which is sexual in nature, that  
 makes the target feel distressed, intimidated or offended.
Quid pro quo: A favour or advantage granted or expected in return for something.
Maputo Protocol: The Protocol to the African Charter on Human and Peoples’ Rights on  
 the Rights of Women in Africa, better known as the Maputo Protocol, is an 
 international human rights instrument established by the African Union that went  
 into effect in 2005.
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Introductory Background
 Sexual harassment is not something that just happens because of fleeting
circumstance or desire. Rather, in every realm of society, it is driven by imbalances in 
power. Furthermore, men tend to hold far more positions of power in all sectors of the 
social, cultural and economic spheres. Even in female-dominated fields, men are more 
likely to be supervisors, principals, and managers.  Thus, men wield more control in
discourses of power. Further to this, race and racism, culture and cultural dictates, and 
society and socialization all add another layer to systemic power imbalances.
 Studies conducted across the African continent indicate that there are no sectors 
untouched by sexual harassment, nor unaffected by its impacts. Sexual harassment 
damages the lives, health, prospects, financial independence, and opportunities of its 
victims. Not only does sexual harassment cost businesses considerable legal fees, but it 
also results in lost productivity, morale, effectiveness, and talent. Tolerating or failing to 
adequately respond to sexual harassment restricts men, women and other targets’
economic security, access to opportunity, and advancement, ultimately preserving the 
status quo and its accompanying power imbalances that drive sexual harassment in the 
first place.
 All in all, Sexual Harassment is defined as:  an individual’s behaviour, which is sexual 
in nature, that makes the target feel distressed, intimidated or offended. Such behaviours 
include but are not limited to: Sexual comments or jokes; Physical behaviour; unwelcome 
sexual advances, touching, and various forms of sexual assault - Displaying photos,
pictures, or drawings of a sexual nature - Sending messages, emails, etc. with sexual 
content.
 The objectification of women and girls has continued for several centuries. Its
persistence prompts us to investigate how best state parties can protect everyone from 
these such violations. In many cultures, men are brought up to believe that behaviour 
which we now consider as sexual harassment is their birthright . To assert this right, some 
men seek to threaten women or emphasise their subordinate status while others seek to 
protest women's presence in the workplace. In contrast, other men seek to entertain 
themselves in a manner considered acceptable in many men's private lives or all-male 
environments; in turn, women have been conditioned to accept these harassments as 
inevitable despite the effects upon them. This paper, however, does not argue that 
women are the only victims of sexual harassment, but it must be noted that studies have 
shown that women are disproportionately impacted by sexual harassment. These acts of 
harassment have continued to be perpetrated with impunity even in countries where 
laws against discrimination and sexual harassment laws have been enacted or ratified.  
 The persistence of sexual harassment thus requires us to reinvent laws to ensure 

that laws protect everyone from ever experiencing sexual harassment. Consequently, in 
this paper, we will frame sexual harassment from a human rights perspective, discuss the 
national and regional frameworks, examine statistics from a research survey, and issue a 
call to action for the elimination of sexual harassment.

National Legal Framework for Sexual Harassment
 In Cameroon, Section 302 of the Penal Code defines sexual harassment as:  
 

 However, this discussion focuses 
on just one definition of what sexual 
harassment is. Sexual harassment 
cases fall into two broad and 
sometimes overlapping categories: 
quid pro quo harassment, in which the 
victim suffers an economic deprivation 
as the direct result of refusing the 
sexual advances of her supervisor; and 
hostile environment harassment, in 
which the victim endures various sorts 
of abuse of a sexually-charged nature 
from either a supervisor or co-workers. 
 Quid pro quo or “this for that” 

(“this” is the sex and “that” is the benefit)  is when someone in a position of authority, such 
as a teacher, supervisor, or employer conditions promotion/success/job-related
consequences on obtaining sexual favours. Should the person being harassed refuse to 
surrender to such a request, they face the risk of losing the benefits that were to follow.  In 
this case, and for the act to be considered as sexual harassment, it has to be explicitly or 
implicitly clear that further employment/promotion/success is contingent on the 
submission of the individual being harassed. Therefore, it has to be clear that accepting or 
denying such advances will be the basis for which decision affecting the individual will be 
made.  
 Hostile environment sexual harassment is when the harassment impacts work

performance or creates an intimidating, hostile, or offensive working environment for the 
person who is being harassed.  While this definition might be highly contested, its preva-
lence cannot be ignored. The argument here is how do we evaluate what an offensive, 
hostile or intimidating environment is? However, it is our position that for an environment 
to be hostile, it has to affect the individual either physically or psychologically. 
 Cameroon has ratified several international human rights treaties, and Article 45 of 
the constitution of Cameroon prescribes that duly approved or ratified treaties and
international agreements shall, following the publication, override national laws, provided 
the other party implements the said treaty or agreement. Cameroon is therefore obliged 
to provide the necessary legal and administrative framework to ensure that sexual 
harassment is eliminated or punished under the obligations discussed below.

International Definition of Sexual Harassment
 Most of the forms of sexual harassment that people face are unwelcome sexual 
advances and sex-based discrimination. Sexual harassment constitutes discrimination 
based on sex. The 1948 Universal Declaration of Human Rights, the International Covenant 
on Civil and Political Rights, the International Convention on Economic, Social and Cultural 
Rights, and the 1979 Convention on the Elimination of All Forms of Discrimination Against 
Women (CEDAW) have each denounced the forms of discrimination that women face. 
Sexual harassment is the disrespect of the principle of equal treatment with regards to 
access to employment and promotion, which includes sexual blackmail (as is the case in 
schools where marks are traded for sex).

General Recommendation 19 of the CEDAW Committee defines 
sexual harassment as: 

 
 Sexual harassment includes such unwelcome sexually determined behaviour as physical contact and 

advances, sexually coloured remarks, showing pornography and sexual demands, whether by words or actions. 
Such conduct can be humiliating and may constitute a health and safety problem; it is discriminatory when the 

woman has reasonable grounds to believe that her objection would disadvantage her in connection with her 
employment, including recruitment or promotion, or when it creates a hostile working environment. 

 
General Recommendation 19 of the CEDAW Committee recognises sexual harassment as 
gender-specific violence under the convention. The Committee notes that sexual harass-
ment occurs at places of employment and constitute a hostile work
environment for which there should be claims. 

Regional Definition of Sexual Harassment
 In Africa, the Maputo Protocol is outstanding in its articulation of sexual harassment. 
While Article 2(1) calls on states to ensure the elimination of all forms of discrimination 
that women and girls face, it also gives specific prescription as to how to protect women 
and girls from further harassment.
 
 Article 12 (1c) of the Maputo Protocol on the right to education and training calls on states to protect 

women, especially the girl-child from all forms of abuse, including sexual harassment in schools and other 
educational institutions and provide for sanctions against the perpetrators of such practices

 Article 12 (1d) also calls on 

states to provide access to counselling and rehabilitation services to women who 
suffer abuses and sexual harassment.

 Article 13 (c) 

ensure transparency in recruitment, promotion and dismissal of women and combat
and punish sexual harassment in the workplace;

 The Maputo Protocol is the only human rights document to recognise the need to 
eliminate sexual harassment in schools. It is also progressive in that it requires states to 
ensure that both public and private institutions set out a clear procedure in employment 
and promotion standards, thereby eliminating the possibility of quid pro quo harassment. 
If and when sexual harassment consequently happens, the Maputo Protocols requires 
that rehabilitation services be made available. 

Section 295 - Private indecency 
 Whoever in any place notwithstanding that it may not be open to the public 
commits an indecent act in the presence of any person of either sex and without his 
consent shall be punished with imprisonment from 15 days to 2 years or with fine from 
CFAF 10000 to CFAF 100000.
Section 81 (1) of Law N° 2010/012 of 21 December 2010 relating to cybersecurity and 
cybercriminal in Cameroon makes it criminal for any adult to use an electronic 
communication network or information system to make sexual proposals to minors 
below 15 years old or to a person having the features of a minor. The penalty shall be 
double the penalties stipulated in section 295 of the Penal Code. The penalty is doubled 
when an electronic communication devises was used. This is very important to the sexual 
harassment discussion as many things, adolescents are harassed online by their peers 
and other adults. 
 Section 296 - Rape Whoever by force or moral ascendency compels any person 
whether above or below the age of puberty to have sexual intercourse with him shall be 
punished with imprisonment for from 5 to 10 years.

Survey Rationale and Justification
 Sexual harassment is fuelled in part by the stories we tell ourselves and the 
narratives that we choose to believe. Many organisations are often driven to protect 
perceived high performers, superstars, creative geniuses, and other societal influencers 
at all costs. This is often driven by the belief that success, innovation, or survival is 
dependent on that one person, regardless of their behaviour. Narratives around the 
so-called “ideal worker” perpetuate a gender-harassing power dynamic rooted in the 
belief that women and others who do not conform to these traditional norms do not 
belong and cannot compete in the work or social world, and that men do not belong in 
caregiving. 
 These damaging mythologies not only drive rampant sexual harassment, but also 
foster abusive and toxic cultures that silence, undermine, and waste the talents and 
potential of many people. Denial - thinking that sexual harassment does not happen in, 
say, female-dominated environments, or that organisations have already eliminated it, is 
another dominant false narrative that provides fertile ground for sexual harassment to 
thrive.
 There are underlying patterns for sexual harassment, but those patterns do not 
capture the variations in experience by different groups of people in diverse contexts. 
Women of lower status and young girls are the most common targets of sexual 
harassment by perpetrators, who are typically men of higher status. However, sexual 
harassment in the workplace is by no means limited to this dynamic. Men, particularly 
those who do not conform to traditionally masculine norms, such as LGBTQ and 
gender-nonconforming individuals as well as others who are seen as outsiders, can be 
targeted. Women can be harassers as well.

Methodological Approach
 An online survey targeting children from the age of 10 to adults aged 60+ years was 
used. The rationale behind this clustering of targets was that at very tender ages, children 
are at risk of being sexually harassed by their parents, friends, caregivers, teachers and 
even strangers. At the teen and youth level, there are aspects of peer pressure that are 
intensified with regards to exposure to sexual content in online and offline spaces that 
directly concern sexual harassment. For those who are 35+ years, there are also unique 
components of sexual harassment that take place at places of business and work. Thus, it 
is clear that sexual harassment takes different forms in different contexts contingent on 
factors such as age level and class. 
 To this effect, a tool was developed on the SurveyPlanet platform with particular 
questions focused on understanding the case of sexual harassment in the context of 
Cameroon, and how it affects different persons based on factors such as social status, 
age, culture, and education level, among others. The survey ran for a period of 06 weeks. 
Besides the online survey, physical group discussions and informant interviews were 

administered to triangulate with the online findings. The results, which were analysed 
completely anonymously, will be used to    tackle core problems through the following 
strategies:
• Work with education institutions to develop Sexual Harassment Policies, 
• Advocate for the development of a Sexual Harassment Policy in business and 
workplace 
• Support government departments, organisations, education institutions and 
business enterprises to develop service charters that advocate against Sexual 
Harassment.
• Map capacity enhancement opportunities for different spaces where Sexual 
Harassment is prevalent

Ethical Standards 
 In order to guarantee that the ethical provisions in place and practised for research 
were adhered to and put into effect while engaging respondents during the survey 
process and to ensure that the process was beyond reproach, there was a deliberate 
action to ensure that the process frontloads documentation and reporting as a critical 
action.
 However, to ensure that the documentation aspect does not supersede the cultural, 
religious and social priorities of the respondents in question, the process ensured that the 
introduction to the survey made it clear that completing the survey was optional and one 
was at liberty to opt-out of questions that they considered infringing. 
 Lastly and most importantly, as the primary target category, the survey leads 
ensured that all protocols are observed on engagement with children (where applicable) 
in terms of security, confidentiality and their ownership and consent. Information gathered 
therein was not to be shared with any third party in any form without the prior written 
approval of a duly authorised person.

SURVEY QUESTIONS
Qstn.1; What is your  gender?

Qstn.2; Which town do you live in?
Of the total number of respondents, which stood at 415 individuals, 309 respondents were 
from the Buea area whilst 106 were from other areas. There were two responses from 
Nairobi, Kenya. Kindly study the annexure for raw data on the respondents’ locations.

Qstn.3; How old are you?

 

Qstn. 4; What faith group would you say you belong to?

 

Qstn. 5; Have you ever experienced sexual harassment?

Qstn. 6; How often has this happened to you? (you can tick more than one)

 

Qstn. 7; What type(s) of sexual harassment have you experienced? (you can tick more 
than one)

 

Qstn. 8; Please rate the following situations of harassment, as common and rare accord-
ing to your knowledge/ experience. (1=Rare, 2=Common, 3=Very Common)
 

 
Qstn. 9; Please rate the following situations of harassment, in terms of severity as felt by 
you. (1= Rare, 2= Common, 3 = Very Common)
Scoring
 

Qstn. 10 How did the situation make you feel? (you can tick more than one)

 

Qstn. 11 Where did this happen to you? (you can tick more than one)

                                                                                 

Qstn. 12 Did this happen in the city you live in? If no, please tell us where in the space 
provided
 

Qstn. 13 Who did this to you?
                                                                               

Qstn. 14 Did you feel you needed support or help with this?
 

Qstn. 15 If yes, did you get the support you needed?

 

Qstn. 16 Who supported you? (you can tick more than one)

 

Qstn. 17 Do you feel you have been pushed or forced to do anything differently because 
of your experience of sexual harassment? (e.g not walk a certain route, change of dress 
etc.)

Based on those who said the harassment changed them, said this experienced
according to them made them to;

RECOMMENDATIONS AND STRATEGIES TO ADDRESS SEXUAL
HARASSMENT IN SCHOOLS/UNIVERSITIES

1. Policies and Procedures
All educational institutions are required to maintain a sexual harassment policy that 
dictates procedures to be followed when dealing with a sexual harassment complaint. 
This must be accompanied by information about domestic laws that complement the 
sexual harassment policy. These policies, in connection with domestic laws, will serve as 
guides for students and school administrators, teachers, counsellors and parents to 
safeguard students from peer to peer sexual harassment as well as sexual harassment 
by school officials or representatives.

2. Appointment of Designated Counsellors
Victims of sexual harassment can experience physical and psychological disorders. It is, 
therefore, the school’s responsibility to designate a qualified (licensed), safe, trusted, 
caring, and approachable counsellor to provide support and guidance to victims of 
sexual harassment. The counsellor would focus on providing guidance to the victims of 
sexual harassment, with the time, space, and autonomy needed, but at the same time 
being mindful of the fact that the school administrators need to be involved, as well as 
parents (especially in the case of minors). The school counsellor’s strategy in dealing with 
cases of sexual harassment could include: 
• collecting information;
• providing counselling services for victims;
• conducting an evaluation; and
• follow-up strategies.

3. Awareness Sessions for Students
 “I had to apply for my job location to be changed without stating

  clearly my reasons because she was my Boss”
Awareness sessions should be held with students to give them an overview of sexual 
harassment and how to recognise all forms of sexual harassment. Students must be 
taught the difference between friendly teasing and bullying as well as the difference 
between flirting and harassment. Behaviour expectations must be clearly defined and 
explained, and fair and consistent consequences need to be outlined and reinforced.  
 These sessions will equally serve as a platform to survey the students, in order to 
determine the levels of understanding of the subject matter and identify gaps in 
knowledge which will be bridged during the sessions. The sessions will be characterised 

by presentations from experts in the field and an opportunity for questions and answers. 
Discussions should focus on the following key topics:
• What is sexual harassment? 
• Why do some people behave in this way? 
• Why is it a problem? 
• How can it be addressed?
• What can you do if you are sexually harassed?

4.Training and Planning Meetings for School Representatives and/or 
Administrators
It is particularly essential that a meeting convening school representatives/administrator, 
counsellors, and nurses should be designed.
This meeting is designed to review all documents containing any reference to sexual 
harassment such as the school’s sexual harassment policies, procedures and sanctions 
contained in employee and student handbooks, and the national and international laws 
regarding sexual harassment. Moreover, the meeting will be used as a platform to raise 
awareness about the prevalence of sexual harassment among students (peer-to-peer 
and harassment by school officials or representatives) and the legal issues and 
implications.

5. School Curriculum
 It is especially important to integrate the subject of sexual harassment into the 
curriculum and make the discussions engaging, ongoing and age-appropriate. This will 
provide students with information about sexual harassment in order to reduce the inci-
dence of sexual harassment, encourage victims of sexual harassment to get help by 
reporting to adults, promote respectful behaviours with peers, and in general help those 
who experience sexual harassment.
 Because sexual violence occurs in a broader context that can include many forms 
of sexual violence, it is equally important to include the subject of sexual and gender 
violence into the school curriculum.
 Moreover, an introductory lesson appropriate for early primary and upper primary 
grades should be developed. The language used will be different from the language 
used when dealing with students in high school or university, especially considering many 
might not have heard of sex, or might have heard about sex and relationships from their 
peers or the internet.

6. Parent Involvement
 “I no longer speak to my uncles and some of my family members because   

 rather than doing me justice they told me to keep quiet and safe the family name”.

Getting parents involved is crucial in tackling sexual harassment within educational 
institutions, especially in the case of minors. It is therefore vital that parents are educated 
about sexual harassment and its harmful effects in order to help them identify 
harassment and respond appropriately. When harassment occurs, the family of the 
victim needs to be informed of the details so that the emotional and developmental 
needs of the victim can be addressed. The family of the perpetrators, when it comes to 
peer-to-peer sexual harassment, should equally be informed, and their involvement may 
be needed to avoid long-term emotional damage and to modify inappropriate 
behaviour.
 
7. Community Awareness
 “In my quarter, I seldom go to the store. Even if I need something so badly,  I prefer  

 substituting my need for something else”.

The subject of sexual harassment is a relatively “foreign” concept within the community in 
general. However, sexual harassment and gender violence within learning institutions is 
very prevalent and often goes unreported. This is particularly true when it relates to 
sexual harassment by school representatives or administrators. Therefore, awareness of 
this subject matter should be carried out, especially awareness wi thin the police and law 
enforcement authorities, civil society, law and policymakers, and community leaders. This 
will create an environment where victims of sexual harassment are comfortable with 
reporting such cases, and perpetrators are successfully prosecuted.

Glossary

Birthright: A particular right of possession or privilege one has from birth.
Sexual Harassment:  Behaviour by an individual or group, which is sexual in nature, that  
 makes the target feel distressed, intimidated or offended.
Quid pro quo: A favour or advantage granted or expected in return for something.
Maputo Protocol: The Protocol to the African Charter on Human and Peoples’ Rights on  
 the Rights of Women in Africa, better known as the Maputo Protocol, is an 
 international human rights instrument established by the African Union that went  
 into effect in 2005.
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Introductory Background
 Sexual harassment is not something that just happens because of fleeting
circumstance or desire. Rather, in every realm of society, it is driven by imbalances in 
power. Furthermore, men tend to hold far more positions of power in all sectors of the 
social, cultural and economic spheres. Even in female-dominated fields, men are more 
likely to be supervisors, principals, and managers.  Thus, men wield more control in
discourses of power. Further to this, race and racism, culture and cultural dictates, and 
society and socialization all add another layer to systemic power imbalances.
 Studies conducted across the African continent indicate that there are no sectors 
untouched by sexual harassment, nor unaffected by its impacts. Sexual harassment 
damages the lives, health, prospects, financial independence, and opportunities of its 
victims. Not only does sexual harassment cost businesses considerable legal fees, but it 
also results in lost productivity, morale, effectiveness, and talent. Tolerating or failing to 
adequately respond to sexual harassment restricts men, women and other targets’
economic security, access to opportunity, and advancement, ultimately preserving the 
status quo and its accompanying power imbalances that drive sexual harassment in the 
first place.
 All in all, Sexual Harassment is defined as:  an individual’s behaviour, which is sexual 
in nature, that makes the target feel distressed, intimidated or offended. Such behaviours 
include but are not limited to: Sexual comments or jokes; Physical behaviour; unwelcome 
sexual advances, touching, and various forms of sexual assault - Displaying photos,
pictures, or drawings of a sexual nature - Sending messages, emails, etc. with sexual 
content.
 The objectification of women and girls has continued for several centuries. Its
persistence prompts us to investigate how best state parties can protect everyone from 
these such violations. In many cultures, men are brought up to believe that behaviour 
which we now consider as sexual harassment is their birthright . To assert this right, some 
men seek to threaten women or emphasise their subordinate status while others seek to 
protest women's presence in the workplace. In contrast, other men seek to entertain 
themselves in a manner considered acceptable in many men's private lives or all-male 
environments; in turn, women have been conditioned to accept these harassments as 
inevitable despite the effects upon them. This paper, however, does not argue that 
women are the only victims of sexual harassment, but it must be noted that studies have 
shown that women are disproportionately impacted by sexual harassment. These acts of 
harassment have continued to be perpetrated with impunity even in countries where 
laws against discrimination and sexual harassment laws have been enacted or ratified.  
 The persistence of sexual harassment thus requires us to reinvent laws to ensure 

that laws protect everyone from ever experiencing sexual harassment. Consequently, in 
this paper, we will frame sexual harassment from a human rights perspective, discuss the 
national and regional frameworks, examine statistics from a research survey, and issue a 
call to action for the elimination of sexual harassment.

National Legal Framework for Sexual Harassment
 In Cameroon, Section 302 of the Penal Code defines sexual harassment as:  
 

 However, this discussion focuses 
on just one definition of what sexual 
harassment is. Sexual harassment 
cases fall into two broad and 
sometimes overlapping categories: 
quid pro quo harassment, in which the 
victim suffers an economic deprivation 
as the direct result of refusing the 
sexual advances of her supervisor; and 
hostile environment harassment, in 
which the victim endures various sorts 
of abuse of a sexually-charged nature 
from either a supervisor or co-workers. 
 Quid pro quo or “this for that” 

(“this” is the sex and “that” is the benefit)  is when someone in a position of authority, such 
as a teacher, supervisor, or employer conditions promotion/success/job-related
consequences on obtaining sexual favours. Should the person being harassed refuse to 
surrender to such a request, they face the risk of losing the benefits that were to follow.  In 
this case, and for the act to be considered as sexual harassment, it has to be explicitly or 
implicitly clear that further employment/promotion/success is contingent on the 
submission of the individual being harassed. Therefore, it has to be clear that accepting or 
denying such advances will be the basis for which decision affecting the individual will be 
made.  
 Hostile environment sexual harassment is when the harassment impacts work

performance or creates an intimidating, hostile, or offensive working environment for the 
person who is being harassed.  While this definition might be highly contested, its preva-
lence cannot be ignored. The argument here is how do we evaluate what an offensive, 
hostile or intimidating environment is? However, it is our position that for an environment 
to be hostile, it has to affect the individual either physically or psychologically. 
 Cameroon has ratified several international human rights treaties, and Article 45 of 
the constitution of Cameroon prescribes that duly approved or ratified treaties and
international agreements shall, following the publication, override national laws, provided 
the other party implements the said treaty or agreement. Cameroon is therefore obliged 
to provide the necessary legal and administrative framework to ensure that sexual 
harassment is eliminated or punished under the obligations discussed below.

International Definition of Sexual Harassment
 Most of the forms of sexual harassment that people face are unwelcome sexual 
advances and sex-based discrimination. Sexual harassment constitutes discrimination 
based on sex. The 1948 Universal Declaration of Human Rights, the International Covenant 
on Civil and Political Rights, the International Convention on Economic, Social and Cultural 
Rights, and the 1979 Convention on the Elimination of All Forms of Discrimination Against 
Women (CEDAW) have each denounced the forms of discrimination that women face. 
Sexual harassment is the disrespect of the principle of equal treatment with regards to 
access to employment and promotion, which includes sexual blackmail (as is the case in 
schools where marks are traded for sex).

General Recommendation 19 of the CEDAW Committee defines 
sexual harassment as: 

 
 Sexual harassment includes such unwelcome sexually determined behaviour as physical contact and 

advances, sexually coloured remarks, showing pornography and sexual demands, whether by words or actions. 
Such conduct can be humiliating and may constitute a health and safety problem; it is discriminatory when the 

woman has reasonable grounds to believe that her objection would disadvantage her in connection with her 
employment, including recruitment or promotion, or when it creates a hostile working environment. 

 
General Recommendation 19 of the CEDAW Committee recognises sexual harassment as 
gender-specific violence under the convention. The Committee notes that sexual harass-
ment occurs at places of employment and constitute a hostile work
environment for which there should be claims. 

Regional Definition of Sexual Harassment
 In Africa, the Maputo Protocol is outstanding in its articulation of sexual harassment. 
While Article 2(1) calls on states to ensure the elimination of all forms of discrimination 
that women and girls face, it also gives specific prescription as to how to protect women 
and girls from further harassment.
 
 Article 12 (1c) of the Maputo Protocol on the right to education and training calls on states to protect 

women, especially the girl-child from all forms of abuse, including sexual harassment in schools and other 
educational institutions and provide for sanctions against the perpetrators of such practices

 Article 12 (1d) also calls on 

states to provide access to counselling and rehabilitation services to women who 
suffer abuses and sexual harassment.

 Article 13 (c) 

ensure transparency in recruitment, promotion and dismissal of women and combat
and punish sexual harassment in the workplace;

 The Maputo Protocol is the only human rights document to recognise the need to 
eliminate sexual harassment in schools. It is also progressive in that it requires states to 
ensure that both public and private institutions set out a clear procedure in employment 
and promotion standards, thereby eliminating the possibility of quid pro quo harassment. 
If and when sexual harassment consequently happens, the Maputo Protocols requires 
that rehabilitation services be made available. 

Section 295 - Private indecency 
 Whoever in any place notwithstanding that it may not be open to the public 
commits an indecent act in the presence of any person of either sex and without his 
consent shall be punished with imprisonment from 15 days to 2 years or with fine from 
CFAF 10000 to CFAF 100000.
Section 81 (1) of Law N° 2010/012 of 21 December 2010 relating to cybersecurity and 
cybercriminal in Cameroon makes it criminal for any adult to use an electronic 
communication network or information system to make sexual proposals to minors 
below 15 years old or to a person having the features of a minor. The penalty shall be 
double the penalties stipulated in section 295 of the Penal Code. The penalty is doubled 
when an electronic communication devises was used. This is very important to the sexual 
harassment discussion as many things, adolescents are harassed online by their peers 
and other adults. 
 Section 296 - Rape Whoever by force or moral ascendency compels any person 
whether above or below the age of puberty to have sexual intercourse with him shall be 
punished with imprisonment for from 5 to 10 years.

Survey Rationale and Justification
 Sexual harassment is fuelled in part by the stories we tell ourselves and the 
narratives that we choose to believe. Many organisations are often driven to protect 
perceived high performers, superstars, creative geniuses, and other societal influencers 
at all costs. This is often driven by the belief that success, innovation, or survival is 
dependent on that one person, regardless of their behaviour. Narratives around the 
so-called “ideal worker” perpetuate a gender-harassing power dynamic rooted in the 
belief that women and others who do not conform to these traditional norms do not 
belong and cannot compete in the work or social world, and that men do not belong in 
caregiving. 
 These damaging mythologies not only drive rampant sexual harassment, but also 
foster abusive and toxic cultures that silence, undermine, and waste the talents and 
potential of many people. Denial - thinking that sexual harassment does not happen in, 
say, female-dominated environments, or that organisations have already eliminated it, is 
another dominant false narrative that provides fertile ground for sexual harassment to 
thrive.
 There are underlying patterns for sexual harassment, but those patterns do not 
capture the variations in experience by different groups of people in diverse contexts. 
Women of lower status and young girls are the most common targets of sexual 
harassment by perpetrators, who are typically men of higher status. However, sexual 
harassment in the workplace is by no means limited to this dynamic. Men, particularly 
those who do not conform to traditionally masculine norms, such as LGBTQ and 
gender-nonconforming individuals as well as others who are seen as outsiders, can be 
targeted. Women can be harassers as well.

Methodological Approach
 An online survey targeting children from the age of 10 to adults aged 60+ years was 
used. The rationale behind this clustering of targets was that at very tender ages, children 
are at risk of being sexually harassed by their parents, friends, caregivers, teachers and 
even strangers. At the teen and youth level, there are aspects of peer pressure that are 
intensified with regards to exposure to sexual content in online and offline spaces that 
directly concern sexual harassment. For those who are 35+ years, there are also unique 
components of sexual harassment that take place at places of business and work. Thus, it 
is clear that sexual harassment takes different forms in different contexts contingent on 
factors such as age level and class. 
 To this effect, a tool was developed on the SurveyPlanet platform with particular 
questions focused on understanding the case of sexual harassment in the context of 
Cameroon, and how it affects different persons based on factors such as social status, 
age, culture, and education level, among others. The survey ran for a period of 06 weeks. 
Besides the online survey, physical group discussions and informant interviews were 

administered to triangulate with the online findings. The results, which were analysed 
completely anonymously, will be used to    tackle core problems through the following 
strategies:
• Work with education institutions to develop Sexual Harassment Policies, 
• Advocate for the development of a Sexual Harassment Policy in business and 
workplace 
• Support government departments, organisations, education institutions and 
business enterprises to develop service charters that advocate against Sexual 
Harassment.
• Map capacity enhancement opportunities for different spaces where Sexual 
Harassment is prevalent

Ethical Standards 
 In order to guarantee that the ethical provisions in place and practised for research 
were adhered to and put into effect while engaging respondents during the survey 
process and to ensure that the process was beyond reproach, there was a deliberate 
action to ensure that the process frontloads documentation and reporting as a critical 
action.
 However, to ensure that the documentation aspect does not supersede the cultural, 
religious and social priorities of the respondents in question, the process ensured that the 
introduction to the survey made it clear that completing the survey was optional and one 
was at liberty to opt-out of questions that they considered infringing. 
 Lastly and most importantly, as the primary target category, the survey leads 
ensured that all protocols are observed on engagement with children (where applicable) 
in terms of security, confidentiality and their ownership and consent. Information gathered 
therein was not to be shared with any third party in any form without the prior written 
approval of a duly authorised person.

SURVEY QUESTIONS
Qstn.1; What is your  gender?

Qstn.2; Which town do you live in?
Of the total number of respondents, which stood at 415 individuals, 309 respondents were 
from the Buea area whilst 106 were from other areas. There were two responses from 
Nairobi, Kenya. Kindly study the annexure for raw data on the respondents’ locations.

Qstn.3; How old are you?

 

Qstn. 4; What faith group would you say you belong to?

 

Qstn. 5; Have you ever experienced sexual harassment?

Qstn. 6; How often has this happened to you? (you can tick more than one)

 

Qstn. 7; What type(s) of sexual harassment have you experienced? (you can tick more 
than one)

 

Qstn. 8; Please rate the following situations of harassment, as common and rare accord-
ing to your knowledge/ experience. (1=Rare, 2=Common, 3=Very Common)
 

 
Qstn. 9; Please rate the following situations of harassment, in terms of severity as felt by 
you. (1= Rare, 2= Common, 3 = Very Common)
Scoring
 

Qstn. 10 How did the situation make you feel? (you can tick more than one)

 

Qstn. 11 Where did this happen to you? (you can tick more than one)

                                                                                 

Qstn. 12 Did this happen in the city you live in? If no, please tell us where in the space 
provided
 

Qstn. 13 Who did this to you?
                                                                               

Qstn. 14 Did you feel you needed support or help with this?
 

Qstn. 15 If yes, did you get the support you needed?

 

Qstn. 16 Who supported you? (you can tick more than one)

 

Qstn. 17 Do you feel you have been pushed or forced to do anything differently because 
of your experience of sexual harassment? (e.g not walk a certain route, change of dress 
etc.)

Based on those who said the harassment changed them, said this experienced
according to them made them to;

RECOMMENDATIONS AND STRATEGIES TO ADDRESS SEXUAL
HARASSMENT IN SCHOOLS/UNIVERSITIES

1. Policies and Procedures
All educational institutions are required to maintain a sexual harassment policy that 
dictates procedures to be followed when dealing with a sexual harassment complaint. 
This must be accompanied by information about domestic laws that complement the 
sexual harassment policy. These policies, in connection with domestic laws, will serve as 
guides for students and school administrators, teachers, counsellors and parents to 
safeguard students from peer to peer sexual harassment as well as sexual harassment 
by school officials or representatives.

2. Appointment of Designated Counsellors
Victims of sexual harassment can experience physical and psychological disorders. It is, 
therefore, the school’s responsibility to designate a qualified (licensed), safe, trusted, 
caring, and approachable counsellor to provide support and guidance to victims of 
sexual harassment. The counsellor would focus on providing guidance to the victims of 
sexual harassment, with the time, space, and autonomy needed, but at the same time 
being mindful of the fact that the school administrators need to be involved, as well as 
parents (especially in the case of minors). The school counsellor’s strategy in dealing with 
cases of sexual harassment could include: 
• collecting information;
• providing counselling services for victims;
• conducting an evaluation; and
• follow-up strategies.

3. Awareness Sessions for Students
 “I had to apply for my job location to be changed without stating

  clearly my reasons because she was my Boss”
Awareness sessions should be held with students to give them an overview of sexual 
harassment and how to recognise all forms of sexual harassment. Students must be 
taught the difference between friendly teasing and bullying as well as the difference 
between flirting and harassment. Behaviour expectations must be clearly defined and 
explained, and fair and consistent consequences need to be outlined and reinforced.  
 These sessions will equally serve as a platform to survey the students, in order to 
determine the levels of understanding of the subject matter and identify gaps in 
knowledge which will be bridged during the sessions. The sessions will be characterised 

by presentations from experts in the field and an opportunity for questions and answers. 
Discussions should focus on the following key topics:
• What is sexual harassment? 
• Why do some people behave in this way? 
• Why is it a problem? 
• How can it be addressed?
• What can you do if you are sexually harassed?

4.Training and Planning Meetings for School Representatives and/or 
Administrators
It is particularly essential that a meeting convening school representatives/administrator, 
counsellors, and nurses should be designed.
This meeting is designed to review all documents containing any reference to sexual 
harassment such as the school’s sexual harassment policies, procedures and sanctions 
contained in employee and student handbooks, and the national and international laws 
regarding sexual harassment. Moreover, the meeting will be used as a platform to raise 
awareness about the prevalence of sexual harassment among students (peer-to-peer 
and harassment by school officials or representatives) and the legal issues and 
implications.

5. School Curriculum
 It is especially important to integrate the subject of sexual harassment into the 
curriculum and make the discussions engaging, ongoing and age-appropriate. This will 
provide students with information about sexual harassment in order to reduce the inci-
dence of sexual harassment, encourage victims of sexual harassment to get help by 
reporting to adults, promote respectful behaviours with peers, and in general help those 
who experience sexual harassment.
 Because sexual violence occurs in a broader context that can include many forms 
of sexual violence, it is equally important to include the subject of sexual and gender 
violence into the school curriculum.
 Moreover, an introductory lesson appropriate for early primary and upper primary 
grades should be developed. The language used will be different from the language 
used when dealing with students in high school or university, especially considering many 
might not have heard of sex, or might have heard about sex and relationships from their 
peers or the internet.

6. Parent Involvement
 “I no longer speak to my uncles and some of my family members because   

 rather than doing me justice they told me to keep quiet and safe the family name”.

Getting parents involved is crucial in tackling sexual harassment within educational 
institutions, especially in the case of minors. It is therefore vital that parents are educated 
about sexual harassment and its harmful effects in order to help them identify 
harassment and respond appropriately. When harassment occurs, the family of the 
victim needs to be informed of the details so that the emotional and developmental 
needs of the victim can be addressed. The family of the perpetrators, when it comes to 
peer-to-peer sexual harassment, should equally be informed, and their involvement may 
be needed to avoid long-term emotional damage and to modify inappropriate 
behaviour.
 
7. Community Awareness
 “In my quarter, I seldom go to the store. Even if I need something so badly,  I prefer  

 substituting my need for something else”.

The subject of sexual harassment is a relatively “foreign” concept within the community in 
general. However, sexual harassment and gender violence within learning institutions is 
very prevalent and often goes unreported. This is particularly true when it relates to 
sexual harassment by school representatives or administrators. Therefore, awareness of 
this subject matter should be carried out, especially awareness wi thin the police and law 
enforcement authorities, civil society, law and policymakers, and community leaders. This 
will create an environment where victims of sexual harassment are comfortable with 
reporting such cases, and perpetrators are successfully prosecuted.

Glossary

Birthright: A particular right of possession or privilege one has from birth.
Sexual Harassment:  Behaviour by an individual or group, which is sexual in nature, that  
 makes the target feel distressed, intimidated or offended.
Quid pro quo: A favour or advantage granted or expected in return for something.
Maputo Protocol: The Protocol to the African Charter on Human and Peoples’ Rights on  
 the Rights of Women in Africa, better known as the Maputo Protocol, is an 
 international human rights instrument established by the African Union that went  
 into effect in 2005.
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